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SUM'IARY

PROBLEM

This is the final report in a series which investigated the utility
of social reinforcement for improving Air Force technical training.
Having identified and analyzed'incentives in a previous phase, the
goal of the present effort was to conduct a field evaluation Of a social
incentive system ip a resident training setting:- Social incentives are
defined as those which result from personal interaction (e.g.,recogni-
non, approval, encouragement, etc.) as opposed to non-social or tangible
benefits (e.g.,freedom from work details, time off, etc.).

APPROACI
A

Four intervention conditions(or xperimental treatments) were
developed., The aim common to all of them was to increase the incidence
of "leadership behavior" in the classroom. Leadership behavior was
defined quite broadly here and encompassed such aspects as supportive.
assistance (showing concern, assisting in instruction, giving encourage-
ment); command authority (keeping class in order, alerting instructor
to problems); and group awareness (increasing the "togetherness" of the
class, initiating friendships, helping the class reach its goals). It

was anticipated that the enhancement of such leadership behavior would
have a positive effect on morale within the learning atmosphere which,
in turn, would promote higher pefformance and/or more satisfying con-.
ditions under whicb to perform.

The four systems differed in both complexity and the degree to
which measures were taken to guarantee that leadership behavior would
be improved. They were administered,54quentially in.a learner centered

avionics fundamentals course. The four treatments were:

1) "Hawthorne Effect" Control Condition.
.

1 .

Much previous research indicates that mere participation,in an
experiment can influence productivity-. .To guard against misinter-
preting the experimental .treatments, a special baseline group was
constituted; these,studeftes-were informed they_ were part of an experi-

'\

i

.\

ment and extensively:interviewed on,2 successive'days by members of
i

the research staff. &o-further experimental- intervention was done.
. . ..

.
z '

'2)' Leadef AttitudeTr,aining System (LATS). .

1

This was intended to be ;a Very weak form of intervention.. A
booklet stressing the importance' of leadership, detailing Air Force
expectations of.student leadership, and describing with examples the
desired classroom,behavior was provided to the students as part of

their initial course handouts. No further elaboration was made.

1
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.t.,m3) 'Leader Recognition System (LRS):

In this condition trainees were required to nominate fellow
students who had displayed classfOom leadership behavior as described
in the manual they were issued. The instructor explainea_the manual,
the way in which leader behaviors should be reported, apd'the mechanics
of the system. The nominations were held biweekly. Further, after
the nominations, the instructor interviewed each student, advised him
on how to improve, how to set goals,-and attempted to challenge the-
student. No public posting of nominations was included.

4) Classroom Behavior Development System (CBDS).

Additional features were added to'theLRS described above. These
consisted of a) more extensive group discussions, b) an acquaintance
process wherein the class and instructor were to learn more about the
background of the various class members, c) goal setting in the-form
of a psychological contract to improve leadership effectiveness,
d) a leadership planning form'which the student used to specify be-'
haviors he would try to accomplish, and e) role ing sessions to
show incidents of effective leadership behavior.

Data were collected on'an additional control group which experi-
ehced no contact whatever with the researchers,. As dependent variables,
data were collected on student performance (block grades, time to com-
pletion), student attitudes, and instructor assessments of student
performance.

RESULTS

The general finding was that none of the classroom social leader-
ship systems had any important positive or negative effect on block
examination scores, on time to completion, on trainee attitudes, or
on instructors' assessment of student performance. However, the most
elaborate system (i.e.,the CBDS) did have a positive effect on student
attitudes toward fellow trainees. A secondary analysis indicated that
student aptitude scores were significantly related to instructors'
assessments of student performance, thus indicating potential bias.

DISCUSSION

That these particular'systems were not effective in materially
improving performance in technical training should not be taken as an
,indictment of all social incentive systems. There-are many alternative
explanations for the results. First, instruct-Ors were not experienced
in conducting some of the more complex group exercises such as acquain-
tanceship, goal setting, and role playing. Second; the self paced

,

atmosphere may have mitigated against a minimal amount of group cohe:,
siveness necessary for success with this kind of approach Third, the
criteria used to judge effectiVeness may have been insensitive to

2
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increases in social reinforcement. For example, the already high

test scores probably exercised a psychometric ceiling, effect; time-

to-completion may have been more a reflection of normative expecta-

tion rather than being responsive to changes in motivation. Instructors'

assessments of student performance may have been biased by the fact the

instructors already had knowledge of students' aptitude scores. Finally,

unlike the situation with tangible incentives, no contingencies between

the social incentWeS and classroom performance could be incorporated

in this experiment.

CONCLUSIONS

The major conclusion of this entire research effort is that the

management of social incentives is a particularly difficult art. While

social incentives can be identified and scaled with considerable ease,

manipulation and management of the same incentives requires considerably

greater effort. The scaling data show high attractiveness values for

various social incentives. The results of the field experiment show

the positive influence of the acquaintanceship and psychological con-

tract exercise on attitudes toward fellow trainees. Both of these

findings underline the importance. of social factors. Obvidusly, more

research needs to be done to find effective ways of harnessing these

powerful -forces to improve learning in Air Force settings.

3



Table of Contents

Chapter IL Introduction

Page,

7

Project Origins 7
Objectives 7
Short Summary of Literature Review 8
Short Summary of Incentive Analysis 11
Managing Social Incentives 13

Chapter 2--Procedure 15

Overview ,
15

Course Selection 15
Subjects .1. 16
Dependent Measures . 16

i Ancillary Data 17
The Social Incentive Instruction Systems:

Rational and Method 17
Schedule 23
Analyses 23

Chapter 3--Results and Discussion 25

Overview 25
Performance on Block Examinations 25

Performance--Hours per Block 27

Student Attitudes 29
Instructors' Assessments 35
Aptitude 9 37
Administrative Burden on Instructors 40

Cost Effectiveness 43

Chapter 4--COnclusions 45

The Field Experiment 45.

Social Incentive Management 46

References 48 4'

Appendix A--Four Alternative Systems for Enhancing Social
Reinforcement 49

Appendix B--Questionnaires Used as Dependent Measures 55

Appendix C--Materials for the Leadership Attitude Training
System 59

Appendix D--Materials for the Leadership Recognition System 69

Appendix E--Materials for the Classroom Behavior Development
System 103

4

9



Table of Contents - Continued

Appendix F--Additional Analyses and Results

Appendix G--The Instructor Opinions about Tralining Questionnaire

List of Tables

Page

169

179

Table No. Page

Mean Block Exam Scores for the FoUr Research Groups 26

2 Mean Inslructional Hours per Block for the Baseline

and Experimental Groups 28

3 Intercorrelations Among:Fotal Scores from Airmen

Attitudes Toward Training Questionnaire at
Chanute Air Force Base 29

4 Overall Mean Attitude Scores (averaged over items-

and blocks) 30

5 Mean Attitude Scores from Different Treatment Groups

Across Administrations of Airmen Attitudes Toward

Training Questionnaire 31

6

7

Airmen Attitudes Toward Training Items

Item Means from Airmen Attitudes Toward Training

Questionnaire for the Entire Sample and Each

Experimental Group

8 Overall Mean Scores of Instructors' Assessments of

Students' Effectiveness from Different Treatment

Groups Across Administrations of Assessment

Questionnaires

9 Intercorrelations Among Scores from Airmen Attitudes

Toward Training and Instructor Assessment of Student

Effectiveness. Questionnaires

33

34

35

36

10 Aptitudes of Trainees in Different Treatment Groups 38

11 Correlations of Aptitude Tests with-Block Exam Scores

and Number of Instructional Hours Per Block 39

5

10



List of Tables - Continued

Table No.

12 Intercorrelations Among Block Exam Scores and
Instructional Hours Per Block"

13 Correlations of Scores on Airmen'Attitudes Toward
Training and Instructor Assessment of Student
Effectiveness, Questionnaires with Aptitude Scores,
Exam Scores and Number of Instructional Hours Per
Block

A-1 Trainee Perceptions of the Degree of Present and
Ideal Occurrence of Leadership Behaviors, with
the Trainee as Agent and Target of the Leader-
ship Behavior

A-2 Incentives Proposed for Inclusion in the Social
,Contingency Systems

Page

41

42

° 52

53

F-1 Airmen Attitudes Toward Training Items and Instruc-
tor's Assessment of Student's Effectiveness Items 170

F-2 Means from Airmen Attitudes Toward Training and
Instiuctor's Assessment of Student's Effective-
ness from Baseline Treatment Across Administra-
tions 171

F-3 Means from Airmen A etudes Toward Training and
Instructor' essment of'Student's Effective-
ness from LATS Treatment Across Administrations 172

F-4 Means from Airmen Attitudes Toward Training and
Instructor's Ass6ssmerit'of Student's Effective-
ness from LRS Treatment Across Administrktions 173

F-5 Means from Airmen Attitudes Toward Training and
Instructor's Assessment of Student's Effective-
ness from CBDS Treatment Across Administrations 174

F-6 Means from AirmeaAttitudeS Toward Training from
Control Group at Chanute Air Force Bade 175

F-7 Item Means from Instructor's Assessment of Student's
Effectiveness Questionnaire for the Entire Sample
and Each Experimental 'Group 176

F-8 Intercorrelations Among Aptitudes from Airmen in All

177Treatments at Lowry Air Force Base

6

F3

4

1



Chapter 1

Introduction

PrOject Origins

This project originated in two broad streams of research in the be-

havioral sciences, one dealingr with contingency management, the other

dealing with motivation and learning. Recent developments in these two

areas resulted in the Air Force Human Resources Laboratory initiating re-

search on incentive reward systems (see AFHRL TR 74-24) and to the current

research on social incentives in technical training.

Objectives

The present study was undertaken to accomplish four objectives. The

first objective was to comprehensively review published literature on

social incentives. A review covering all books, monographs, doctoral dis-

sertations and journal articles in this area has been completed (Raben,

Wood, Klimoski and FAkel, 1974).

The second objective was to identify and scale social incentives in

the technical training setting. Site visits were made to the five.techni-

cal training centers and 'observations were made in a variety of different

courses. These observations, plus the review of the literature,' yielded

over 60 social incentives potentially available in'the technical training

environment. These incentives were scaled using multiple scaling methods

and a previous report (Wood, Hakel, Del Gaizo and Klimoski, 1575)

covers scale values and group differences and similarities in incentive

attractiveness.

The third objective was to develop social incentive instructional

systems. Each system represents an alternative way of looking at the

interrelationships among behavior of trainees, the adequacy of those be-

haviors, and social incentives which are presented contingent on emission

of desired behaviors." Many alternative systems were considered, ranging

from "token economies" (Ayllon & Azrin, 1968) to Hawtlbrne effect groups.

This document reports the deelopment of several social incentive instruc-

tional systems.

The fourth and final objective of this project was to field test

several alternative systems to study their effectiveness in improving the

achievement and morale of technical trainees, and to study the cost

effectiveness of the systems,/ The findings of a field test in the Elec-

tronics Fundamentals course at Lowry Technical Training Center are pre-

sented in this report.

ti'
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Short Summary of Literature Review

Over 400 titles were reviewed, dealing with topics such as behavior
modification, learning theory, educational psychology, theories of clais-
room behavior, programmed instruction, decision theory, instrumentality
theories, motivation and expectancy theories, equity theory, wage and
salary administration, group dynamics,,,pOwer and influence, group and in-.
dividual conflict and competition, leadership theory, attitude theories,
pe ;son perception, interpersonal attraction, exchange theory, attribution
theory, reactance theory, personality theory, and nonverbal communication
(Raben et 1-, 1974) .

The major conclusions of the review are the following:

1. PrevioUs.research on social reinforcement has primarily
studied verbal praise as the reinforcer. Additional rein-
forcers studied under the rubric of social incentive
systems haire modified some behaviors, but do not yield,
generalized dimensions for the delineatioh of a social re-
inforcement concept. As a preliminary definition, a rein-
forcing stimulus is "social" if its reward value arises'
frOtWAnd is-delivered by, another individual or group
interacting with the reinforced subject.

2. Results on behavior-change effects of socialreinforcerS
are equivocal. Comparisons of social and nonsocial rein-,
forcement effects have shown divergent results,,T6ross
studies,., The superiority:bf a particular class of rein-
forcers depends on the behavioral criterion ,(e.g., per-
formance speed, accuracy, or persistence), the nature of
the task (e.g., concept formation, learning tasks, intel-
ligence testing, imitative responses), and individual
differences in age, sex; and socioeconomic status.- Some
evidence favors the combination of social and nonsocial
reinforcers in an operant behavior"-aangasystem.

3. 'Characteristics of the subject affect his responsiveneSs
to social reinforcement.

(a) Significant social reinforcement effects have
been found in clinically deviant populations.'
However, in the few research, reports offering
comparisons to "normal" subjects, no differ-_

ential affects were found.

(b) Contrary to theoretiddl expectation, subjects
lowin perceived similarity to parents are'
more responsive to social reinforceivt thah
parental-similar subjects. This efact may

4 4
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be due., however, to the novelty of social rein-

forcement, if in factat -Xpss prevalent in

' the home of low-simi2N, 4.Tubjects.

(c) No conclusions can be reasonably drawn at this

time concerning socioeconomic status as.a mod-

erating variable. In examinations of social
reinforcement effects on lower- and middle-class

children, 3 studies showed no differential

effects, 3 studies reported greater response to

.social reinforcement in the middle-class group,

aqd'l study showed that middle-class subjects
'Q' responded at a higher level to tangible

tentives.Ives.

(d) Though evidence is meager, older persons seem
to respond more to social reinforcement than do

younger people. Studies documenting age rela-

tionships have, however, been restricted to
samples of, children and elderly adults.

(e). Effects of sex and race appear depe ent on

subject-reinforcing agent interactio With

regard to the reinforcing agent, soc. al rein-

forcement effects tend to'diminish'w en the
agent is replaced by a different agent.
Additionally, one's social peers tend to be

effective reinforcing agents.
f

(f) Attempts to relate social reinforcement effects

to personality differences have generated little

knowledge. The only Variable demonstrating a 1.

0 fairly direct effect is that of affective state, .

where depressed states inhibit social reinforce-

ment effectiveness.' This variable, of course, '

may also be situationally,.as well as personally

determined. Theorists have suggested other'

possIble relations to social motivation and

locusof control.

4. A variety of behaviors has been found amenable to change

with social'reinforcement. These behaviors include fl

various forms of verbal behavior: attitudes; clinical

phobias;. group,participation, cohesiveness, and leader-

ship behaviors; and, though less clearly, classroom

behaviors .
interesting finding from the classroom

researc showed the effectiveness of making individual

reinforcement contingent upon group performance. Of

further interest to trainers are findings that social

: 9
4-
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reinforcement increased: a) altruistic behavior and, (b)
basic combat training pe formance in the Army.

5 Several dynamics of the reinforcement process play an impor-
tant role in determining its effeCtiveness. Partial rein-
forcement has been found more effective than continuous
,reinforcement for both social and nonsocial incentives; re-
sults are mixed, however, concerning the relative efficacy
of specific partial reinforcement schedules. Vicarious
social reinforcement also affects behavior, although effects
vary with characteristics of the model being employed.
Motivation theory and research also suggest that reinforce-
ment effects require awareness of behavior-reward contin-
gencies, the availability of positively valued rewards,
and feedback. The reinforcement value of feedback appears
to depend on its dual functions of providing information ,.
(1iowledge of results) and social approval. Understanding
the process dynamics of social reinforcement has been
furthered by concepts from cognitive consistency and ex-

.

pectaacy theories of human motivation. Motivational aspects
of incentives that may be responsible fOr their effects in-
clude their magnitude; contrast, stability, and mediating
effects on goals and intentions.

6. The effectiveness of social reinforcement may be related to
previous deprivation. However, the deprivation-satiation
function has also been found to depend on: a) whether rein-
forcement is direct or vicarious, b) differential reinforce-
ment histories (and environments) across races and social
classes, and c) general attention level of the subject.

7. Generally speaking, then, while social reinforcement offers
a potential path to behavior modification, its predicted
effects are presently intertwined with a vast number of
"moderating variables:: Situational constraints derive from
a complex interaction of subject and reinforcing agent char-
acteristics, behaviors being reinforced, and the dynamics of
the reinforcement process. In reviewing research in this
area, two basic problem areas may be noted. First, consider-
ations of methodological rigor in specl4c studies prevent
drawing tirm conclusions, about particular relationships and
effects. Second, and more importantly, the literature
lacks a sound theoretical base for predicting effects of
social reinforcement, directing research, and integrating
its results into a comprehensive body of scientific know-
ledge from which practical applications can be successfully
derived. Future research should systematically investigate
determinants of the value of, social incentives and the pro-
cesses through which they'can be applied o changing human
behavior in social and learning settings.

1
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Short Summary of Incentive Analysis uou

, .

To explFre incentive systems for the development and maintenance of

social and,learning behaviors in Air Force technical training, potential

rewards were identified and studied in the technical training environment.

The objective was to identify items which would function as meaningful

incentives for trainees to learn quickly and efficierftPly and maintain

favorable attitudes toward their roles. The incentives_ would also be

feasibly implemented in behavior-contingent reward systems. Further, the

investigators examined variables associated wit} the organizational environ-

ment and the participants in the system which might affect the utility of

social, reinforcement.

1p

Sixty -two potential incentives were identified through discUssions

with training personnel, intensive literatire reviews, and idea-generation

by the research staff. Data pertinent to.the characterization of the in

centives were obtained through systematic questionnaire administrations-to

463 trainees and 102 trainineinstructars at the five' technical training

bases in Texas' (2), Louisiana, Illinois, and Colorado. These administra-

tions were phased so that initial investigation occurred at four bases,:

and a refined follow-up study was-conducted at the fifth base, where an

experimental' incentive system would later be implemented.

The major results of the research and conclusions concerning training

incentives can be summarized as follows:

(1) The perceived attractiveness or psychological reward value of

the identified incentives varied greatly although very few

were considered unattractive.. The range of variation is re-

stricted to the neutral-to-extremely attractive portion of,

the rating measurement scale. In a very general way, the

more attractive incentives are those with direct impacts on

the trainee himself and his future Caner. The more attrac-

tive incentives also tend to have higher admipistrative cost

implications. The less attractive incentives involve public

recognition and identification with superiors.

(2) Multiple methods of measuring incentive value showed sub-

stantial agreement, especially when the number of incen-

tives to be judged was not excessive. Anchoring att4ctive-

ness to dollar judgmens of their relative worth as

incentives seems a plausible measurement technique with

subsets of ten or fewer incentives being described simul-

taneously by: the judge.

Factor analyses of incentive attractiveness ratings in i-

cated several dimensions or categories of incentives.

Recognition is the major factor in the ,Present setof in-

centives, and secondary dimensions are 'persOnal freedom,

0

( 3)
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1

self-development, social interaction, and information
feedback.

:(4) Incentive value,judgments can to some degree be predicted
by assessing the characteristics of potential recipients
and their training environment and background. Particularly
strong and consistent correlates of incentive attractiveness
included the trainees' sex, race, marital status, and per-
sonal motives, and the leadership climate of his-immediate
training environment. Incentives with,direct implications
for social interaction were more attractive to females`.
Black trainees evidenced preferences for recognition-related
incentives, while white airmen preferred contTol and future
career oriented rewards. Married trainees viewed a diverse
set of incentives as more attractive than did single
trainees. Incentive preference patterns were differentiated
by individual motives, especially recognition motives;
motives to exercise power, to affiliate, and to engage'in
altruistic behaviors were also related to preferences for
incentives which would facilitate attainment of the re-
spective motivational goals. Leadership climate dimensions
of considera6ion and initiation of structure were also re-
,lated to preferendes for many different incentives; the
basis for these relationships might involve climate- related
deprivation of rewards or a Climate conductive to the use
of such motivational stimuli.

(5) The value of, incentives, depends in part Upon the agent of
their administration. While several recognition-related
rewards were more highly valued when the instructor served
as the reinforcing-agent, the ,lack pf reinforcing-agent
differences for other social incentives, suggests that peer
reinforcement may be an effective delivery mechanism for
incentive systems stressing social reinforcement.

° (6) Incentive feasibility, in terms of the extent to which(
they could be implemented and tied to classroom perfor-
mance varied across incentives wits the majority, being
viewed as soniewhat'feasible. Trainees' judgments of
feasibility were related in ma*.instances'to their attrac-
tiveness ratings. Instructor-student_agreement on incen-
tive fea:sibility,was qUite high; Instructors' judgments
were related to their attitudes towvd experimentation in
their jobs, thei1 willingness4o spend time with students,,,
and their general attitudes toward incentives for learning.
Instructors: job attitudes were also relate, to their ex-,
pression of preferences for instructor incentives to
participate in research. The instructors' feasibility
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judgments of a few incentives were also associated with

- their perceptions of ideal instructor behaviors or leader-,

ship climate. ,

These analyses served as the basis for selection of
incentives to be used in constructing four social incen-

tive instructional systems. The complete report of the

incentive identification and scaling is presented in Wobd,
Hakel, Del Gaizo and Klimoski, "Identification and analysis
of social incentives in Air Force Technical Training"

r
(AFHRL TR 75-10).

Managing Social Incentives 7,

Social reinforcement is a complex, intangible and transient phenome-

non, and analyzing and tlien-managing it requires high effort and considera-.

tion of many interrelated variables. In constructing the various social
incentive instructional stems, several requirements and constraints had

to be met:

1) Socialness of-,incentives. the.foremost requirement for the sys-

tems was that they involve at least some social Incentives. It was desired

to study incentives which did. -not carry financial implications, and thus,

attention was focused on non-monetary incentives.' (It was desired to in-

clude in this experiment a comparison group which would receive financially

based incentives irorder to contrast their -efficacy with that of non-
financial "social" incentives; but a lack of resources prevented the inclu-

sj.oh of such a group in the present study.)

2) Attractiveness. The-soci4incentives to be studied 'should be of

relatively high attractiveness: The scalings of incentive attractiveness
obtained at the-various techaical_training centers served as a basis for

identifying incentives to be included in the systems.'

3). Concreteness. Both "concrete" and "abstract" social incentives

should be included in the systems and studied for their relative impact.

A "concrete" incentive would be'something like a certificate, while an

abstract one might involve pr&se or feelingtt of recognition.

4) Magnitude. Procedures were desired that could easily accommodate

both easily scaled-incentives such as certificates and incentives which

could not be so easily scaled for their amount (or magnitude) such as

feelings of recognitiOn. .

5)- Ambient, Ambient levels of inclt entives'already operating

within the classoom'were to be measured. It was expected that many social

incentives were already available within the classroom although,these may

have been available only on ,a non-scheduled, non-contingent basis. It was

13
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,
important to know the amounts of incentives already available, and to
investigate the extent to which they could be made contingent on desired
behaviors.

6) Behavior contingency. Systems were desired which would accommo-
date both incentives. which could be-meaningfully made contingent upon
examination perfoimance and incentives which could not be so managed.
Some incentives such as certificates, press releases, time off from squad-
ron duties and weekend passes could be made contingent upon specified
performances while other desired social outcomes such as feelings of
recognition, accomplishment and belonging to a group could not logically
be made contingent on any specific behavior.

7) Delay of reward. Systems were desired that would accommodate
delay of reward. It is widely held that the longer the delay between
emission of the desired behavior and the presentation of the reinforcer,
the less likely it is that performance will be maintained at'a high level.
As a result) symbolic means of reaking the delay are widely used. The
most common approach is to present a token immediately after emission of
the desired behavior. The token is symbolic of the reinforcer to be pre-
sented later. In time the token itself acquires reinforcing_properties.

8) *Ease of implementation. Systems were desired that would be easy
to install and make operational.in the technical training setting. They
had to be easily communicable to the instructors who would actually opprate
and, administer them.

9) Ease of monitoring. The systems had to'be amenable to easy
monitoring. This involves ease of record keeping by both technical in-
structors and the experimenter's, monitoring to see that the experimental
treatments were administered in accordance with instructions, and monitor-
ing to see that the manipulations had measurable effects.

With these design objectives in mind, several alternative'social
incentive instructional systems were devised and considered. (See Appen-

dix A for some alternatives, which were devised bariot evaluated.) The

three systems which were actually evaluated in the field experiment are
described in the next chapter. Each of the systems sought to influence
classroom social leadership which would in turn yield higher performance
and.morale. They, were.compared and contrasted with another social inter-

,

vention, a Hawthorne effect treatment, a treatment which derives its
efficacy from subjects' knowledge that their behavior is being observed
and that,they are participating in an experiment.
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Overview

Chapter 2

Procedure

The underlying premise of the exper\'mental systems was that it is .

important to develop interpersonal and 1 dership skills and capabilities

within the technical training context. F thermore, it was felt that this

can be done by analyzing the group forces,,norms and dynamics already

existent in the class setting to support, develop and acknowledge class-

room leadership. While the original intent of the research project was

to go further and to buttress these group forces with specific external;

tangible incentives, it was not feasible to do so given the specific re-.

search environment. In summary, the research undertaken called for the

development, implementation and evaluation of four instructional systems

to be carried out in sequence on several classes of trainees. It was felt

that these systemscould impact on and improve student performance,'atti-

tudes and leadership capabilities. Furthermore, the systems were varied

in complexity and rationale and specific predictions could be made as to

their differential effectiveness.
,

Course Selection

For a field evaluation of these sytems. the course selected had to

possess several key attributes. Because of L.% increased emphasis on self-

pacing and individualized instruction in technical training, a course of

thi,s-sort was desirable for the,present research. -Further, to construct

'a demonstration project in-a specialty with a large course flow was impor-

tat for two reasons; first, this would provide maximal payoff to the,Air

Three if an instructional system were to actually be used; and second, it

would facilitate research data collection in a study where several repli-

cations of each instructional system were necessary. A predicted high

future demand for the particular specialty chosen was also desirable. Two

other concerns were related to the course content: it should be of moder-

ate complexity and difficulty to allow a greater potential range of

predictor and criterion scores, and the units of instruction (blocks)

should be short enough in duration to construct several measurement periods.

A class context where students were in some close physical proximity and

where' interpersonal activity was possible was also desirable. A final

consideration involved logistics; where contact with the Air Force Human

Resources Laboratory (HRL) gtaff appeared important, a strong preference

existed for research in a course taught at Lowry Air Force Base. With

' these parameters in mind, the course on electronics fundamentals'tauAht at

Lowry was chosen as the research'vehicle.
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This course of instruction consisted of 174\blocfcs whose average
completion time was 30 hours each. As a self-paced,course a group ,i3f.
students (a class consisting of 4-12 trainees) would start. their studies
at a given time (typically on a Wednesday) and then b allowed to proceed
at their own rate of learning. In consultation with t e instructor, a
trainee would decide when to take a block,;exam and to eve 4? plmore ad-

` vanced instruction. Thus, it was feasible to use the amoua ;otime needed,
to master the material as a rough indication of,e4tudent_achig. rItss

Because different blocks of instruction were prescribed._for.dafirent
specialties enrolled in electronics fundamentals laCer in&lelourse it
was decided to focus on performance in the first fourotlocks of instruction
for the purposes of the study. This encompassed a pe icta ofv6x6e to four

,-- _.,weeks, depending on the student. e ,,...c . , . ..'-,

>,0.. , ; '

V1/41
., .-441Subjects

The participants in the field experiment were1 trainees at Lowry
Air Force Base and 69 at Chanute Air Force Base, tit specific number and
class size are reported with the description of the experimental conditions.
These airmen had just come from basic training at Lackland AFB and were in
a sequence of course work that prepared them for a number of specialties
(e.g., precision measurement, etc.). The electronics fundamentals course
was the first in this sequence.

For some of the experimental, instruction systems the course instructor
played a particularly crucial role. There were 25 instructors involved in
the study, two of whom participated in two experimental treatments.

Dependent Measures

The intent of the Social Incentive Instructional Systems was to in-
crease student motivation, class'room performance and attitudes (including
leadership orientation). Toward this end a variety of'measures were
obtained or developed and administered according to a regular sequence.
In general these data were gathered within the first four weeks of the
course of instruction.

Performance records. Indices of performance are regularly kept on
record for each recruit. For purposes of this study performance data
from ATC Form 156 were transcribed: a) block exam scores, b) number of
hours spent to pass each exam, and c) the number of times a block exam
was attempted. For each student values for each of the first four blocks
were obtained.

Instructor evaluations. "The course instructor was asked to evaluate
each trainee on a specially constructed scale (see Appendix B) covering
student performance. On this form judgments were made on six items using



a seven point continuum of evaluation. These forms were filled

each trainee on four occasions; i.e., the first four Fridays of

Trainee's attit,ades. Each 4riday during the four weeks of

in question students filled out an instrument called the Airman

Towards Training (see Appendix B) .: On this form they responded

asking for their satisfaction in several areas of the Air Force

including the course, the instructor, the base; the military in

out for
the course.

the course
Attitudes
to items

experience,
general.

Ancillary Data

For :ach trainee aptitude test scores were obtained (AFQT, AQE scores

including general, mechanical, electrical, and admini,3trative). These data

were used to examine individual differences Inaptitude, and .g adjust for

such differences (via covariance analysis) if needed._ f
6

6

The Social Incentive Instructional Systems: Rationale and Method

Several recent reviews of the published literature conducted as part

of this research effort provided the goals, format, rationale dr measure-

mdnt approaches used in the systems to be described. However, the actual

delivery system was often a product of the complex forces operating in the

technical training context.

System 1: The Baseline Control Condition. (N = 86, 10 clases)

Several research studies have documented the fact that changes in'a system

can occur without a true intervention; that merely observing or measuring

a group can produce an effect; This is sometimes referred to as a Hawthorn?

effect (Roethlisberger & Dickson, 1939). Recent examples have been cited

by Rosen (1970) and, Pritchard Von Bergen and DeLeo (1974). In present

experiment it was important to know to what extent the mere discugsion of

morale, of giving recruits attention and of frequently measuring their

attitudes could produce actual performance and attitude changes. This Con-

dition consisted of: a) a class interview, and b) regular measurement

periods.

An extended interview was carried out with each class during the first

two days of the course. In a period of 25 minutes a representative of the

Ohio State University research team, ostensibly in conjunction with HRL,

asked a series of questions designed to identify the climate of learning

intechnical training. The course instructor was not present and the ses-

sion was audio recorded. Groups of from six to'Aen students were asked

about the following:

1.

2.

J

The present course structure

Exams, frequency'of feedback

Instructor evaluatiOns, trainee evaluations
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4. The Air Force in general, information, goals
.5. The Air Force as a career, benefits, drawbacks
6. Feelings of team membership, camaraderie
7. Changes desired in training

The purpose of this session was to raise key issues that bell" upon
learning and to convey to the students that important agencies were con-
cerned for their welfare.

The measurements taken were those to be taken in all conditions in
the research project. Student attitudes were obtained on four occasions,
on each Friday of the first 28 days of course work. Instructor assessments
were also made on this schedule. Finally, performance (grades and time)
was measured for each orthe'first four blocks.

System 2: The Leader Attitude Training System (LATS; N = 56, 7
clases). The concern of the Social Incentive Instructional Systems was
to improve performance in a technical training and learning context. The
social incentive research literature supports the notion that interpersonal
relationships and the behaviors of trainees toward one another are impor-
tant in a positive learning climate. Systems 2, 3, and 4 were designed to
use different mechanisms and amounts of complexity to establish this
learning environment. A basic rationale for all these systems is that
people provide "many rewards or incentives in a group setting, especially
in a learning situation. Not only do people possess tangible rewards (e.g.,
help) knowledge, information) which they may provide others, but they also
have the capability of providing incentives that affect the esteem and ,

self-concept of the recipient. These include praise, respect, affection,
and trust. In the military context the use of these "people linked" incen-
tives, is also quite important. They are particularly legitimate in the
context of developing the "whole man," and in the inculcation of leader- .*

ship skills and potential. Thus, it is within the framework_of developing,
leadership that these systems have been, applied. That is, each of these
experimental systems stresses le'adership processes and competencies in a
classroom setting, and furthermore, they dQ this *die attempting to
maximize the potential for social incentives to oArate.1, In fact, social
incentives such as recognition, self-knowledgefeedback) and growth are
fundamental to systems 3 and 44 4

System two, was considered a weak form of the Social Incentive Instruc-
tional System. The intervention consisted of a booklet--The Leadership
Orientation Booklet--which was delivered to the students on the first day
of technical training. Since much of the orientation in the military is
carried out in this way, the LATS was felt to be consistent with current
practices. A copy of the booklet and an explanation of its use is pro-
vided in Appendix C. In brief, the 10 page document is made up of examples
and anecdotes, quotations and phrases all stressing the nature and impor-
tance of classroom leadership. specifically, the material Was designed to:
a) stress the importance of developing leadership potential as the airman

.

.11
r -
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begins his technical .career; b communicate at the outset of training what

is expected in terms of leadership behaviors; and c) communicate these

expectations in a novel, interesting way. Ctudents Were asked to read it

er .ind were encoured to ask questions of their instructor as necessary.

`ts part of a package,of literature given to the trainee, it was not singled

out from the other materials they were to assimilate. After its indroduc-

tion no further mention of the booklet was made to the trainees in this

condition.

student attitudes and instructor assessments were made at four weekly

intervals. As in condition 1; performance dat6, were also recorded.

System Leader Recognition System (LRS, N = 53, 6 classes). This

experimental instructional system explicitly used social incentives (recog-

nition, ::elf-knowledge, etc.) to develop leaderthip behaviors and to pro-

mote learning. At specified intervals the trainees in a given class were

asked to ruminate (i.e., recognize), fellow classmates as effective leaders.

he consequence of receiving a nomination was not any tangible reward but

the knowledge th'it one -(or more) of your peers felt that you were competent

and had demonstrated leadership. This should lead to the pride, self-

esteem and confidence thdt generally accompany such knowledge. A copy of

the LE S booklet and the instructor's manual is given in Appendix D. Thus,

LE: was designed to: a) recognize effective leadership in the techni-

cal t tning classroom, b) aid in the devlopment of the trainee's leader-

ship skills and c) contribute to the recruit's personal growth.

The LES involved several Sessions in a prescribed sequence. After the

instructors were briefed on the system by a pro1ject staff member, they were

expected to carry out the program with the assistance of a manual. On the

first day ,of classes, trainees were given a guide describing the LRS and

asked to read it for a later meeting. On the third day the instructor'

covered Li ingreater detail. Its rationale and purpose was explained.

More importantly, classroom leadership was definedS,s behaviors which*:

1. show'support of Other peoples' behavior

2. show concern and respect for the needs and feelings of others

3. treat people as individuals
4. help others solve problems .

5. Incourage others, and praise their accomplishments

6. initiate friendships with others

7. increase the togetherness and pride of the class

8. help others accomplish training goals

These behaviors could be exhibited during the regular school day and are

social in nature. The trainee exhibiting them used interpersonal processes

and relations to affect others in a positive manner. Furthermore,, in LRS,

*These are listed on LRS materials.
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the recognition provided by peers for these behavionS is itself a poertill
social incentive.

Within the first four weeks of. class, each trainee was asked to
nominate on two occasions (on the ninth and nineteenth iay) at least three

, classmates who had exhibited, (at least one) of the behaviors listed. A

trainee could not nominate himself but he could nominate all his classmates
if they so merited. With each nomination (one to a TAge), the student was
to indicate the behavior episode, or incident, on which he based his
judgment.

The instructor played 4'key role in LRS. AfVr each nomination period
he collected and reviewed the results. He recorded the nominations on a
summary form. The next day (the 10th and,20th class days) the instructoF
distributed the nomination forms to the students achieving them and,met
individually, in private; with .a.ch of hp trainees. No public posting of
nominations was carried out. The emphasis was on recognizing the leader-
ship potential of all trainees, not just top performers. During this
meeting (coaching session) the trainer's r6le, was to act as an advisor and
interpreter for the student. The instructor was to stress behaviors re:,
cognized in these nominations a student receives, to encourage continuance
of these behaviors, and to challenge the student to work on those behaviors
defined as classroom leadership in which he was not effective. For students
not receiving any nominations, the session was a probleM solving period
wherein the student's perceptions and behaviors were reviewed and const asted
to the class's reactions. LRS emphasized self-development, the sett' g of
specific goals and open communication among trainee and instructor. &more
complete description of this important feature of LR:: can be found pages
11 through 15 of the LRS instructor's manual (Appendix D). The student's
manual passed out on the first day,of classes carries parallel descriptions
of the activities involved.

As in the other systems, trainees' attitudes and instructors' assess-
ments were obtained on four weekly occasions. Block exam scores and the
number of hours spent on each block complete the measures taken.

System 4: The Classroom Behavior Development System (CBDS, N 36,
4 classes). This syAem was designed for maximum impact on the training
program. Its goals were to facilitate learning and to generate high morale
by eniancing the qUality of student-instructor interactions and by in-
creasing student motivation through the systematic use of social incentives,

Basic to this prOgram was the use of several student-group and instructor
discussibn sessions during the fir,ost five weeks of training. Because of
the importance of early experiences on learning, activities in the first
week of training were especially important. Furthermore, embedded in the
CB'D were the LRS nomination exercises. A brief outline of events in the
CBDS is given as follows. A copy of the student's guide and instructor's
manual is provided in Appendix E.
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On the first day of class, theinstructor bisiefed the students ith

an overview of the CBDS aqd tried to convey to them that 'technical train-

ing can be maximally effete in a cooperative, supportive, learning;

environment. Mutual respect, openness and trust were cited as goals for

CBDS. Questions about the system (in general) were then answered. Since

a recognition of the differences that, exist among trainees is important

for tolerance and respect, the instructor demonstrated his knowledge of

the diverse backgrounds of his students. The Acquaintance Register form

(in the instructor's manual) was developed as a systematic way of-having
instructors gain knowledge of trainees. _Similarities and differerices among

them were to be recorded. Then, during the latter part of this first
meeting, the instructor was asked to describe how he felt when he was a
trainee and to desc6-ibe his own feelings toward them at the pres9nt time.

This self - disclosure and openness was to serve as a model to the students,

to make them realize the instructor's willingness to help them. Finally,

the first session was ended with a look forward to the next CBDS meeting.

The second session of the CBDS took place on the second day of class.

Using a class discussion format, the goals of the session were: a) to

develop a psychological contract--both students and instructor were -&cp

establish a clear idea of what was expected of each other, and b) to get

students to participate and to be open about their own concerns (i.e.,

trust building). Again, it was incumbent upon the instructor to start

these processes by openiag up to his students. What did he expect of theM?

How did he see squadron life relating to technical For,their

part, students were to consider how they felt about themselves, what they

wanted,to get from training, and what information or help they'neededto

do a good job in training.

Session three was devoted to the Leadership Recognition .System dip-

2ussed
.

previously. The instructor described the system completelyto. his

students, gaVe examples of classroom leadership and informed them of the

nomination and coaching sessions.,,This was done on the third day of

classes. A major addition to the LRS in the Present case was the use of

a Leadership Planning'Form (LPF--presented in Appendix D) which was de-

signed to get students to state clearly their intentions as to how they

would behave in the class with reference 'o leadership. The Leadership

Planning Form required the student to,judge the relative difficulty (for

him) of the leader behaviors listed in the LRS. Furthermore, he was asked

to judge the importance and the frequency with which he feels he already

does these, things. Then, the student was asked to single-out a key be-

havior and to writedown g.tplan of actionwhich he would carry ,out in the

next two weeks to increase his capabilities in this important but, deficient

area. The final requirement of the form was for the student to indicate

toward whom these behaviors are to be directed. The LPF was designed for

the studeht's benefit.; He need not show it to anyone.

The foUrth session occurred on the ninth'day of classes. The goals

we're to use the Leadership Recognit Farms b,nd t- review the-Progress
,
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and development of relatigilthipS in_the4aass. The-foimer was carried out
as in system 3. Each student generated nominations in accordance with
observedleadership'behaviors. The review session was designed to .deter-
mine if.the psychological contract wked out by the class had been Met,
what problems ttill existed, what changes shouldbe made, etc:" In partic-'
ular, at this point -no instructor may. have discussed certain obstacles
trainees seemed to be facing, or, he may have suggested additional infbr-
mation that would the their field of study more interesting and meaningful.

As-in the LRS-, session five was made up of a private; individual in-
terview with each student to discuss his nominations and interpret his
progress. This ocCOrred non the tenth day of classes,

The sixth session took place on the twelfth day of class. The
instructor and his cla.8 reviewed examples of good leadership and took
part in a role playing exercise. That is, they acted out some behavior
episodes as a form of a demonstration. By acting out two or three
dents the instructor was able to point out the importance of perceptions
and how they affect interpretations of a situation or behaviors. For
example, different reactions to an action could be expected if only small
aspects of the situation,are changed. The importance of timing and of
intentions is made clear. After these demonstrations the instructor.se-
lected three students to participate in an Action Learning case. The
instructions for this case study are given in Appendix E. Each participant
was given separate information and was asked to act out the case. Further'
examples of classroom leadership teie made clear by role playing in the

. Action Learning case.

After this was done, the class and instructor set goals for,the group
with regard to'leadership. A kind of behavior that occurred infrequently
in class up to that point (e.g., reducing conflict) might be chosen for
special emphasis. The class was considered and was asked to consider it-
self as ,a group, an identifiable unit in an. effort to build morale.
Finallt, classroom Performance was reviewed: -How was learning progressing,
was everyone a high performer, what can be done to promote learning; If

common problems in a technical area persisted, a strategy for dealing with
them was worked out at,this time.

Sessions seven and eight took place on the 19th and 20th day of
classes. These involved the LRC, as described above, where. nominations
for leadership effectiveness were first e2_icited,andritherp fed back indi-
vidually to students.

The ninth and last formal session of CBDE was held on the 25th day of
class. Its purpose was to summarize the experiences of the class members
as they worked through the CBDSi The first part of the.discussion.we:s
directed toward the learning climate of the classroom.4- Activities which
helpSd learning were cited and barriers which still existed were pointed
out. ('uggestions for change were solicited. Finally, the class had an
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opportunity to propose further development activities which they would

like to carry out in the remaining weeks of training. Taus, while,. this

was the last official CBDS exercise,. it was possible for the class to adopt'

appropriate and similar activities to help them become competent in the

course material and to become effective leaders.

As in the other systems, students' attitudes and instructors' assess-

ments were obtained four times on aIweekly basis. Student achievement

with regard to block exams and number of hours needed were also recorded

for analyses.

In addition to the four systems, there was another condition (N = 69)

which served as a eurther control group. In order to obtain a baseline

wherein no treatment or experimenter effect cottld be implied, a group of

trainees at Chanute Air Force Base were asked to fill out the Airman Atti-

tude Toward Training Questionnaire. Personnel from the Training Research

'Apholicationslrranch administered these questionnaires vto trainees in-the

course, Rasic Electronic Repair (Course No. 3.AQR 4d020). Attitudes were

collected on four occasions, each separated by one week. Trainees were

led to believe that their, participation was due to chance and that the

data gathered were for a routine revision of a questiondgire already in

use. It should be noted that the data from these t'r'ainees consisted of

selfiapOrted attitudes only and no performance records were obtained. .A

second point is that the course at Chanutf, was structurally similar to

fundamental electronics at Lowry but was more applied in nature. However',

since the data gathered were obtained in the first four weeks of instruc-

tion, this factor was felt to be of minimal impact.

Schedule

Thp_sequenCe of activities occurred as outlined in each experimental

system. For the,experiment as a while, the.conditions were,carried out

sequentially. The Hawthorne was followed by the Leader Recognition System,.

the Leader Attitude Training Systemancrthen the Classroom Behavior...Develop-

ment System. This took a period, of approximately 3 months. The data

gathered at Chanute were obtained from trainees in class at about the same

time as the CBDS was implemented. /

Analyses

A variety of statistical analyses were carried out to assess the im-

pact of the various experimental systems. Analyses of variance with the

systems as independent variables were performed using perfoimance, assess-

ment and attitude data. Changes over time (the four measurement periods)

were examined and related to the instructional systems. Finally, correla-

tional.analyses yere carried out to determine the- relationship of trainee

background characteristics to performance indices and the co-association of

these indices among themselves.
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Chapter 3

Results and Discussion

Overview

This chapter reports the findings from the field-experimental evalua-
tion of tnree social incentive instructional systems implemented in the
first Wblocks of the Electronics Fundamentals course at Lowry Technical
Training Center, Colorado. Data on the performance of the systems were

gathered during the spring and summer of 1973.

Small, probably unimportant student performance and student attitude

effects were obtained. Findings concerning student performance are pre-
.

sented first, followed by discussion of student attitudes, instructors'
evaluations of student performance, and prediction of student performance
and attitudes from aptitude test scores:

,t

Performance on Block Examinations

A primary dependent variable in this research was student achievement

on standard, objectively-scored end of block examinations. Exams are

administered and scored by an independent tester. A student is administered

an exam when the instructor deems he is ready. Since the course is or-

ganized in a Learner Centered Instruction.,(ICI) framework, each student

,, works at his own pace and may be admitted to a block exam far earlier or

far later than others in his classroom. Indeed, each student in a class-

room may be studying a different block. The typical class size was eight

'students (the minimum course length was 13 blocks). For this experiment,

classes were selected where all students in the room began Block 1 on the

same day. Exam scores are expressed as a percentage ofprrect answer,
and each student must achieve a passing score of 70% before proceeding to

the next block. FrOm a programming and normative standpoint, it is rxpected
that ead15block can typially be mastered within 30 instructional hOurs.

Table 1 presents the mean exam scores from each block for 'the four

research conditions. In addition, Table 1 presents F-test results from

within-block analyses of variance. In general, There are no important

within-block differences in achievement among the baseline and e,:perimental_

groups. In Block 3, students in the LRS treatment scored significantly

lower than students. in other treatments, a result which is most likely due

to low exam scores earned by several students who were subsequently washed

out of the course (number of dropouts in baseline .'3, LATS . 3, LRS = 9,

CBDS = 1).

The social incentive instructional systems produced no improvement in

-achievement on block exams. This could be due to a-general insensitivity
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Table 1

Mean Block Exam Scores for the Four Research Groups

Baseline

N = 86

Conditibn

CBDS

.11 = 36

91.44

7.13,

86.68

10.40

85.32

9.26

80,35

9.96

85.95

' 9.19

F Test

N.S.

N.S.

3.77*

N.S.

3.01*

LATS

N = 56

89:14

17.85

82.68

14.20

, 84.54

13.92

77.45

14.86

83.45

15.21

LRS-

N = 53

87.18

13.43

81.05

17.19

74.54

22.60

76.70

13.56

79.87

16.70

B
1 Mean
o
c
k S.D,

1

B
X 1 Mean

o
c

M k S.D.

2

S

C B mean
0

1

R i S,D.
E
S 3

B
1 Mean

o

k
c S,D.

4

- Overall Mean

Overall S.D.

85.92

22.06

82.70

17.55

-

83.15

17.30

7746--

19.54

82.41

19.11

Note: *p < .05

rr ,
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--ofaohApvementtPsts to thelimract_of_sacial_climatles -

manipulations. It,could also be due to a psychometric difficulty, the,

relatively low "ceiling" of the exams (e.g., showing improvements in an

average that is already high, about 85% in this course, is much more dif-

ficult thah.if the baseline average is lower). Exams yielding baseline

scores around 50% would have been more sensitive to the differential effects

of various experimental systems, although such effects might still not be

detected. The general lack of effect could also be due to a lack of po-

tency in the systems--as previously reported, there were no direct or speci-

fic contingencies between performance on exams and incentives of arty kind.

_Achievement at or aboye specific levels was not systematically reinforced

by tangible incentives. ,,7. hough such a system was planned, it was not

implemented due tdshortages of resources (time, funds, and trainees), and

An±anyatsiel_a system probably could not have overcome the ceiling
effect Problem concerning the exam scores.

Perhaps the lack of improvement in exam scores as a consequence of

the introduction of social incentive instructional systems-should be viewed

from an opposite perspective - -there is no evidence that these systems led

to performance decrements. Given that each system diverted student atten-

tion from the course content, it is interesting that, this had no negative

consequence for exam scores.

Performance- -Hours per Block
c

A second performance measure, mean instructional hours per block, was

also monitored Since each social incentive instructional system involved

adding activities to an already fully-scheduled curriculum, the question of

costs and benefits in increased (or decreased) instructional time is highly

important.

Table 2 presents the mean instructional hours per block for the,base-

c line and experimental groups and the total instructional hours for the

four blocks, the programmed hours, and the number of instructional hours

devoted to participation in the experiment (as estimated from the sug='

gested time limits for the various scheduled activities). In addition,

F-test results from within-block analyses of variance are presented,

In,Blocks 1 and 2, students An the LRS treatment took significantly

longer to pass to the next block Lhan student's in the other conditions.

' This result is most likely due to the low academic performance of students

who were'washed out of the course after the third block. In any event it

is not likely to be a,syptematic consequence of the LRS treatment. Since

the LRS is entirely included as a copponent of the CBDS, effects due to

the LRS should have been observed among students in the cBDS treatment

also.' No such effect was found.

..6111.11.6
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1 Mean
o

H k S.D.
O 2
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S 1

o

k s.D.

Table 2

Mean Instructional Hours Per,Block for the
Baseline and Experimental Groups

Condition

Mean

S.D.

Mean

B
1

k

Mean

S.D.

Total instructional
hours

a

Programmed hours

Instructional hours '1,67 1.67 4.67 8.67

devoted to partici-'
pation in the

experiment

Baseline LATS. LRS CBDS F Test

N = 86 N = 56 :11 =53 N = 36

20.54 20.00 25.33 22.41

3,56**
6.67 4.48 14.97 5.34

21.55 20.94 29.89 23.71

8.32**

11.98 ' &.75 17.26 8.45

31.49 31.53 32.29 32,15
N.S.

14.16 13.59 13.86 9.78

27.84 26.63 27.00 26.53

16.26 12.45 15.12 8:68

101.42 99.10 114.51 104.80

120 120 120 120

Note; * *p < .01
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ti

the exp_er eaal ,systems resulted in no systemat iC
increase in instructional time nee ed to complete tin blocks, in spite of

diversion of student attention fro the course content to the various
activities scheduled as elements of the systems. On the other hand, the

systems produced no ime savings. T11is suggests that time spent per block

may be largely gove ned by normative expectations that blocks should be

completed in 30 hours or less, regardless of the material to be covered.

Even the 8 2/3 hours of activities scheduled in the CBDS could be accommo-
dated within the budget of available time.

In conclusion, implementation of the experimental systems resulted in
no important changes in the amount of time used to complete the four blocks.

Student Attitudes

The second major dependent variable in the field experiment Vas
students' attitudes toward their technical training experiences. Attitudes

were monitored by the "Airman Attitudes Toward Training" questionnaire,
specially devised for this field experiment. Containing 10 ,items dealing

with the instructor, the system of rewards, fellow trainees, training con-
tent, progress in the course, overall\satisfaction with the course, satis-
faction with the Air Force, satisfaction with personal deVelopment,effort
put into the course, and endorsement t a friend, the questionnaire was
administered on the third, eighth, thi eenth and eighteenth days of the

course., Impact of-the various classroom ocial leadership systems could
be studied both among the various systems nd in changes over time.

To test the psychometric adequacy oeth Airmen Attitudes Toward
Training questionnaire, it was given to 69 elWronics fundamentals
trainees at Chanute Technical Training Center,\ llinois, on four consecu-

tive weeks. Table 3 shows the testel-retest reliaillties of total scores

Table 3

Intercorrelations Among Total Scores from Airmen Att udes Toward

Training questionnaire at Chanute Air Force Base ( = 69)

A
d
m
-1

r
a
t

o

o
f

e

I
0
n

r

e

1

2

3

4

.77

.64 .68

.66 .65 .81

2 3 4

Administration of
Questionnaire

Npte! All test-retest reliability coefficients are
significant beyond the .001 level.
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from the_questionn45.,__TheSe_r_eliabili.ties are all sufficiently high to
justify use of the questionnaire as a dependent measure.

The major finding of the attitude analyses was that there was no
across-the-board improvement in attitudes as a result of the use of any of
the classroom social leadership systems. Table 4 presents overall mean
attitude scores for the four groups. These scores were derived by summing
across all 10 items of the AATT and across all four blocks and then
averaging.

4*

Table 4

Overall Mean Attitude Scores
(averaged over items and blocks)

M S.D.

Baseline (N = 86) 3.92' .59

LATS (N = 56) 3.95 .54

LRS (N = 52) 3.98 .56

CBDS-(N = 36) 4.08 .54

F Test N.S.

4 '*

It is readily seen that none of the systems had a differential impact
on overall attitudes.

This general analysis, however, is quite. insensitive to specific
effects of any experimental system. In particular, the impact of experi-
mental systems is not likely to be fe1-6 all at once from the beginning of
the experiment and thus a finer analysis, broken down by block, is pre-
sented in Table 5. Inspection of Table 5 reveals no'significant differ:-
'ences among any of the systems for any of the four blocks. Also, except
for the baseline Hawthorne group,'..there are no significant block to block
differences among the means. None of the three experimental systems led
to block-to-block increases (or decreases) in overall attitudes. The

baseline Hawthorne effect group, however, showed a statistically signifi-
cant decline in overall attitudes across the four blocks. There are two
possible systematic explanations for this particular finding. First,
(Post hoc #1, PH1) it may be that attitudes normally decrease over the
blocks of tilt course_(or at least across the initial blocks) and that the
baseline Hawthorne group merely reflects the typical trend in attitudes.

30
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Table 5

Mean Attitude Scores FromDifferent Treatment 'Groups Across
Administrations of Airmen Attitudes Toward Training Questionnaire

1

Mean S.D.

2

Mean S.D.

3

Mean. S.D.

4

Mean S.D. F Test
Baseline 4,04 .54 3.98 .56 3.86 .63 3.80 .63 2.76*

LATS 4.07 .57 3.96 .57 3.92 .49 3.87 .55 N.S.

LRS 4.06 .54 3.94 ,60 3.96 .59 3.98 .50 N.S.

CBDS 4.17 .46 4.02 .57 4.12 .55 4,01 .57 N.S.

F Test N.S. N.S. N.S. N.S.

Nbte: *p < .05

If there is such i trend, then in fact the other three experimental systems

succeeded in reversing or at least neutralizing this trend, and therefore,

have demonstrated an important impact on maintaining favorable attitudes. .

Alternately, (Post hoc 42, PH2) it could be that the Hawthorne effect

treatment had an important impact, but in an unfavorable direction% In

their experimental induction, it was suggested to the subjects in this

group that they were part of an experiment, that their views were important,

and that their participation would result in benefits both to themselves

and to the Air Force. Since there was no apparent benefit perceived during

the four weeks of the study, it could be that the significant decrease in

attitudes was a consequence of unfulfilled gxpectatiOns and disillusionment

with the experiment. (It is also possible that varying degrees of freedom

in the F tests resulted in reaching significance for the Hawthorne group

but for none of the others. This possibility was checked by using the

Hawthorne degrees of freedom throughout and the finding was negative,

thereby eliminating this explanation.) A partial, after-the-fact test of

PH1 and PH2 was made by examining the mean: overall attitude scores of

trainees at Chanute Air Force Base. It, will be recalled that these trainees

participated in a reliability study across f, z administrations of the Air-

man Attitude Toward Training questionnaire. 1 -an ,scores for each adminis

tration were computed and then tested for ti_nd. If a significant decrease

in attitude trend were in evidence then the pkuLtility of the first"

alternative would be increased. In fact, however, 'There was no statisti-

cally significant decrease over blocks in overall attitudes for the Chanute

trainees (week 1, M = 4.17, sd = .86; week 2, M sd = .85; week 3,

M = 4.03,'sd = .91; week 4, M = 4.02, sd = 1.01; F is no%, significant).

Thus, the decreasingtreqd of attitude scores for the lxisLI'iine Hawthorne

effect group, slightly but 'not significantly mirrored by the Thanute data,
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is more_likely to_be a consequence of the experimental-Hawthorne-effect
intervention (and perhaps to a lesser extent a general decline in attitudes).
It can be suggested on the most tentative basis, therefore, that the various
experimental manipulations did have significant but very'small effects on
overall attitudes by preventing a general decline.

The analyses reported above may not however, be sufficiently sensitive
to show the full impact of the various experimental systems. It can be
plausibly argued that it is unrealistic to expect-any classroom leaderghip
system to have an across-the-board impact on all attitudes. Further, an
overall score such as computed in this study may mask interactions between
various treatments and particular items or content domains. .

Mean scores for each of the experimental treatments on each of the
attitude items described in Table 6, are presented in Table 7. With the
exception of item 3, attitudes toward fellow trainees,-none of the.dif-
ferences among the experimental treatments on the items are significant.
Only for item 3 did the Classroom Behavior Drevelopment System yield a

significantly higher attitude score than the,other comparison groups
(F = 2.81, p < .05). This item,- pertaining/to fellow trainees in the
course, reflected increased helpfulness, f iendliness and cohesivenees
among students in the CBDS relative to the/other treatments. EXamining
this difference over blocks, it is apparent that the improved attitude to-
ward fellow trainees originated at the b ginning of the course (and there-
fore most likely was a consequence of t e acquaintanceship and psychological
contract exercises) and persisted thro ghout the course. Block by block
mean scores for each item are pr se d in Appendix F. In general, there
seemed to be no important interac ions between the time of measurement and

li

ticular items and experimental systems. .For the baseline Hawthorne
oup, three items,show systematic decreases and probably account for the

majw: trend of decreasing attitudes described above. Those items relating
to the system of rewards, one's own progress in the course, and endorsing,
the course to a friend do not show similar systematic decreases in the
other groups. The decrease of these items in the baseline Hawthorne, group
and stability in the other groups is consistent with PH2, described in
conjuctipn with Table 4.

..

The increased favorability of attitudes toward fellow trainees shown
in the data from the Classroom Behavior Development System is probably due
to the early exercises (those administered on the first two days of classes).
These involved an acquaintanceship exercise and the development of the
psychological contract in which trainees end instructor shared their expec-
tations about the content and outcomes of the training course. These ex-
ercises deserve further study and possible implementation in other technical
training settings.

In summary, analyses of responses to the Airmen Attitudes Toward
Training quegtionnaire, though sufficiently reliable to warrant use of the
instrument, showed no significant differences among the experimegfr 1=.
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Table-6--'

Airmen Attitudes Toward Training Items

r

. 1. Your Instructor in this course - Taking into account how effective a

teacher he is and how he gets along with his students.

2. The System of Rewards associated with being an, effective tudent in

this training program - Taking into account what rewards are available

and what one must do to ge. them. / "-

3. Your Fellow Trainees in this training
well other students make this class p
students get along with one another,
your class as a group.

4.

course - Taking into account how
stable -,for you, how well

"the general togetherness of

The Content of this course - Taking into account the interest, import-

ance, and challenge of the material required of you in the 'course.

5. Your own Progress in the course - Taking into account how'well you are

doing in terms of performance and how quickly you are mastering the

material.
,1

6. Your Overall satisfaction with this ,course - Taking into, account

generally all factors which are responsible for how satisfied you are.

7. The United States Air Force - Thinking generally of the system as it

is operating and affecting your life.

8. Your own Personal Development during the training you have had so far -

Taking into account-the confidence you have in your abilities to go out

and perform effectively in your Air Force job.

9. How much effort are you putting into this training course; how hard

have you honestly tried, regardless of how well you are doing grade-

wise?

10. Finally, as of how you feel today, would you recommend to a new airman

who was your friendcthat he get involved in this technical training

prograth?
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system-i:lii-t-etnit of overall attitudes, and revealed a favorable impact for

the CBDS on attitudes toward fellow trainees.

'Instructors' Assessments

To provide further information about the performance of the student's

in the experimental systems, instructors completed a questionnaire (In-

stuctors' Assessment of Students' Effectiveness, shown in Appendix B) at

four points in time during their participation in the study. Data were

collected at the same times as the attitude questionnaires, namely, the

3rd, 8th, 13th and 18th class days.

Means were computed for each item at each time period for each of the

experimental groups and these means are presented in Appendix G. Since

there-were no important differences among groups or time periods on an item

by item Only the overall mean scores are presented in Table 8.

4

Table'8.

Overall Mean Scores of Instructors' Assessments'of StUdent

Effectiveness from Different Treatment Groups Across

Administrations of Assessnient Ouestion"res

Administrations

C

1

Mean S.D.

2

Mean S.D. Mean S.D. Mean S.D.

Hawthorne 3.49 .67 '3.62 .79 3.58 .85 3.58 .90

8

11

R tATS 3.61 4.86 3.42 .71 3.58 .79 3.46 .74

0
U LRS 3.25 .54 3.41 .72 3.45 .69 3.52 .87

S CBDS- 3.24 .50 3.22 .63 3.38 .73 3.38 .79

F Test 5.11 5.25** N.S. N.S.

Note: **p < .01

Analyses of variance revealed significant differences among the experimen-

tal systems on tfie first'apd second
administrations of the Instructor's

Assessment questionnaire. These differences
disappeared,on the third and

fourth administrations.
In addition, there were no significant trends

over time for any of the groups. There is no readily apparent, systematic

explanation for the-two significant F tests. For the first administration
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..,

the'1,628 group-has-the-htgheb assessment w il LRS Ad abs,gro PeiWtequally low. At time 2-the baseline OR19 has the highept-4Ssesteeilt
l'iilliIiithe CBDS group has the 'low 'mean score. Inspection of the itee meaWW--.,shown. in Appendix G is of no help in dev ing explanatipns thet'arecon.a,0sistent with these findings.

...., ., .., H , ...

' As one means of trying to examine the meaning ofAhe findings, in.
,,,,-';7,

,
Table 8, intercorrelations between Airmen.Attituddsa4Tardfgraimils8,00;:
and Instructor's Assessment of Student Effeetivenes-6-vere-:§ompute

Tn40:0i..intercorrelitions are shown in Table 9. Examination,Of _the Attitud4 ',...:.z.'

Table 9

.-;

Interoorrelations'Among Scores from Airmen Attitudes Toward,Traini4g.,.end Instructor Assessment of Student Effectivenssuebtionnale0f."
. ,

A
A t
f t

i

E t'
e u
n d

e

A

2 .77**
(222)

1

t

N .74** .81**

4218) 4216)

-7! 4 ..660 .68** .8o**
O (204) (200) (202)

A A .04 ',...64 -.01 -.03
x 5 d (217) ip(214) (210) (195)
n s IL
s e y 2 .14* .02 .01 .52**
t s (218) (216), (214) (198) (210)

ts

m a 3 41,08 .15* :14* .05
c (211)

.56** .75"(
u r

e I , 1209) (211) . (200' (203) '(207)t
.

O t

n o: -.

0
21 -,, 4 .07 .08 -, .53** .68* .83**.07 .10s .

(214) (216) (206) (209) -(212) (194)

1 2 3 4 1_ 2 3

Administrations Administrations

',Armen Attitudes Instructor Assessments

Note: *p < .05, **p < .001
t N's in parentheses
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.intercorrelatiOns in the upper left hand triangle of Table 9 shows con- - ,

.sistently high correlations among the four administrations. Similarly,
inspection of the Instructor Assessment intercorrelations in the lower
right hand triangle of the table reveals considerable week-to week stability.
The square section of the matrix shows the intercorrelations between atti-
tudes !Ind instructor assessments, measured at each of the four times.

jnepectiomcf this portion of the table reveals no convergence of student
attitudes witli'AknstruCtor assessments. Although 3 of the 16 correlations
are statistically significant, the highest of them is only .15 and all of
them are so low as to shed no light on the meaning of the instructor assess-
ment scores. They do not, to any substantial degree,, reflect instructor
perceptions of student attitudes..

Further data pertinent to the meaning of the instructor assessments
will be presented in.TablF)13 and discussed later in the tett.

_In summary, Instructor Assessmentt of Student Effectiveness were found
to,,he sufficiently reliable, but they reveal a pattern of differences among
the experimental systems which is of unknown meaning. Further, an analysis
showed that instructors' assessments were not related to student attitudes.

Aptitude

ill*, Aptitude scores for all students were examined to test the extent to
which aptitudes could predict performance in the course and also to examine
the extent to which they might be differentially related to performance in
_various experimental systems. Table 10 presents the AQE subscores for
general, administrative, mechanical, and electronicWitudes and the AFQT
scores for the trainees participating in the various experimental conditions.
It will be noted thatexcept for the administrative subtest, there are no
significant differences among the groups. For the administrative subtest,
students in the CBDS gimp had a higher mean score than students in the
other experimental treatments. These analyses lend basic support to the
hypothesis that all trainees came from the same population.

The data and tests recorded in Table 10 do not, however, rule out the
nossihnitrof statistical interaction. between aptitudes and the experimen-
tal conditions leading to higher classroom performance. Table 11 presents
selected correlations between aptitude test scores and the two, performance

(exam scores and time within blocks). Inspection of the selected
correlations in Table 11 shows that all, those that are significant are of
such small absolute values as to be of little use from a practical
standpoint. While 13 out of 40 correlations reach conventional statistical
significance levels, the largest of them is only -.27 which accounts for
only a fractional amount of variance in performance. The most noteworthy
result shown in Table 11 is a relatively - consistent correlation of admin-
istrative aptitude with hours in blocks. Students who have higher admin-

rative'aptitudes have a slight edge in examination scores and use
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slightly less time for preparation. This pattern holds up-over three of
`'the four blocks. Again, however, the magnitudes of the correlations_ are
so low as not to have immediate application.

The low predicti e validities shown in Table 11 can be further under-
stood by examination of the results presented in Table 12...A.-Here the block

exam scores and the hours within blocks are intercorreldTed. The upper
left hand triangle of Table 12 shows the intercorrelations of the block,
exam Scores. Tbehighest of these is .64. Intetatirrelations of the hours

spent preparing for exams are shown in the lower right hand triangle. The

highest of these_is .76. In each case,,the intercorrelations are low
enough to make it unlikely that single aptitude measures could show sub-
stantial relationships across all blocks. The lower left hand...square sea-

tion of tlib table shows the intercorrelations between scores and hours of
preparation. These correlations, the median of which is .23, indicate
generally that students who take fewer hdurs to prepare for the exams also
score somewhat higher on exams (it is important to recall here that corre-
lation indicates nothing-about causation)'. From these analyses it is
apparent that aptitude scores are not related to course performance to any
substantial degree.

Table 13 present- intercorrelations of,aptitude scores with trainee

attitudes and instructor.assessments. Perf8rmance in the various blocks

is also related to trainee aptitudes and instructor assessments. Inspection

of the aptitude score section of Table 13 reveals that the various scores
are not importantly related to trainee attitudes, but that they do have

substantial correlations (from the second assessment onward) with instructor

assessments of student effectiveness. The pattern of nonsignificant cor-

relations with aptitudes for thee first assessment followed by significant
correlatipns on subsequent administrations strongly suggest the presence

of bias in the instructors' ratings. Students with higher aptitude scores "
tend to get higher ratings of effectiveness, even though there are no impOi-
ant correlations between aptitude and performance in the course. Thus,

with reference to 1.ble 9, it'is likely that the stability of the instruc-
tors' assessments over the four administratiOns is duesin part to bias
introduced by the instructor's knowledge of the aptitude scores.

Inspection -of +h b1 p 13 -shasis-no_impartant_coira9

tions between course performance and attitudes or instructors' assessments.
While a few correlations reach statistical significance, none ofAthem are
sufficiently high to warrant practical interpretation.

Administrative Burden on Instructors

'Throughout the course of the field study the opinions of technical

instructor-s were sought. In the early stages those opinions were used to

assist in 'alp design of the experimental treatments. In later stages the

opinions were used to assess the impact of the treatments. Structured
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Table 12

Intercorrelations Among Block Exam Scores and
Instructional Hours Per Block t
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Block 3

Block '4
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Block 2
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.64
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tN'S in parentheses

.41

45

;Instructional Hours

MOO



T
a
b
l
e
 
1
3
,

C
o
r
r
e
l
a
t
i
o
 
s
 
o
f
 
S
c
o
r
e
s
 
o
n
 
A
i
r
m
e
n
 
A
t
t
i
t
u
d
e
s
 
T
o
w
a
r
d
 
T
r
a
i
n
i
n
g
 
a
n
d
 
I
n
s
t
r
u
c
t
o
r
 
A
s
s
e
s
s
m
e
n
t

o
f
 
S
 
u
d
e
n
t
 
E
f
f
e
c
t
i
v
e
n
e
s
s
 
Q
u
e
s
t
i
o
n
n
a
i
r
e
s
 
w
i
t
h
 
A
p
t
i
t
u
d
e
 
S
c
o
r
e
s
,
 
E
x
a
t
i
l
 
S
c
o
r
e
s

a
n
d
 
N
u
m
b
e
r
.
 
o
f
 
I
n
s
t
r
u
c
t
i
o
n
a
l
 
H
o
u
r
s
 
P
e
r
 
B
l
o
c
k

T
r
a
i
n
e
e
 
A
t
t
i
t
u
d
e
s

I
n
s
t
r
u
c
t
o
r
'
s
 
A
s
s
e
s
s
m
e
n
t

o
f
 
S
t
u
d
e
n
t
 
E
f
f
e
c
t
i
v
e
n
e
s
s

0

C
r
)
.

A
p
t
i
t
u
d
e

S
c
o
r
e
s

-
.

E
x
a
m

S
c
o
r
e
s

*
H
o
u
r
s

P
r
e
p
a
r
-

i
n
g
 
f
o
r

E
x
a
m
s

G
e
n
e
r
a
l

A
d
m
i
n
.

M
e
c
h
.

E
l
e
c
t
r
.

A
F
Q
T

.
B
l
o
c
k
 
1

B
l
o
c
k
 
2

B
l
o
c
k
 
3

B
l
o
c
k
 
4

B
l
o
c
k
 
1

B
l
o
c
k
 
2

B
l
o
c
k
 
3

B
l
o
c
k
 
4

1 .
1
1

.
0
6

.
0
3

.
0
,
8

-
.
0
8

.
0
8

-
.
0
2

-
.
0
2

.
0
1

-
.
0
6

-
.
0
2

-
.
1
3
*

-
.
0
4

2 .
1
3
*

.
0
4

-
.
0
1

1
3
*

-
.
0
2

.
0
8

.
1
0
,

.
0
2

.
0
5

-
.
0
2

.
-
-
,
.

-
.
0
4
"
 
.

-
.
1
6
*

-
.
0
4

A
d
m
i
n
i
s
t
r
a
t
i
o
n
 
o
f
 
Q
u
e
s
t
i
o
n
n
a
i
r
e
s

3
"

1

.
0
7

-
.
0
4

-
.
0
5

.
.
0
9

-
.
0
2

-
.
0
4

.
0
3

-
.
0
4
1

.
0
8

.
1
0

-
.
0
3

-
.
0
3

,
-
:
0
5

-
.
1
7
*

.
0
6

,
.
0
9

.
0
6

-
.
i
n

1
.
0
2

.
0
3

.
0
0

'
,
,
.
0
7

.
1
4
*

:
-
.
0
8

.
o
8

.
0
4

,
-
.
0
4

,
.
.
,
.

.
0
3

.
0
4

.
0
1

:
0
3

.
0
6

.
0
8

-
.
1
1

-
.
1
0
,

-
.
0
1

-
.
0

-
.
0
3

.
0
0

2
3

/

,

:

k
.

.
2
1
*
*
*

.
1
6

'
.
2
7
*
*
*

.
2
3
*
*
*

.
2
8
*
*
*

.
0
1

.
0
9

.
0
6

.
0
6

-
.
0
4

-
,
.
1
0

-
.
1
7
*

-
'
.
1
5

.
1
3
*

.
1
3
*

,

.
2
8
*
*
*

.
2
8
*
i
*

.
2
5
*
*
*

-
.
0
7

.
1
3
*

:
e
0
7

.
0
0

.
0
1

-
.
0
8

-
.
0
6

.
0
2

.
3
1
*
*
4

.
1
8
*

,
.
.

.
3
2
*
*
*

.
3
1
*
*
*
'

.
2
6
*
*
*

.
0
6

.
1
4

.
0
2

.
0
1

-
.
0
8

-
.
2
2
*
*
*

.
.
1
8
 
*
*

- -
.
1
2

N
o
t
e
:

*
p
 
<

.
0
5

*
*
p
 
<

.
0
1

*
*
*
p
.
<

.
0
0
1



interviews, informal conversations and questionnaires were used as means
of gathering these data. The Instructor Opinions About Training question-
naire (shown in Appendix G) was administered prior to the beginning of the
field experiment and again at the end to instructors who were still asso-
ciated with the course (a great deal of personnel turnover, by by of both
reassignment and retirement, occurred during the course of the study, and
thus, follow up data was based on responses of only 11 of the original 25
instructors). Two items were explicitly included in the questionnaire to
get opinions about administrative bUrdens. 'Item 4, "The routine paper
work I have to do is excessive," and Item 7, "I do too much administrative
work and not enough instruction" showed no change as a result of the im-
position of the experimental systems. That is, the instructors reported
no increased administrative burden as a consequence of having participated
in the experiment. Especially given the large amounts of time needed in
the CBDS and LRS treatments, as well as in filling out Instructor Assess-
ments of Student Effectiveness weekly, this finding supports the idea that
the experimental systems were sufficiently useful additions to the regular
curriculum so that their "costs" in terms of time and administrative burden

-were viewed as ne0.igible.

Intervieols with the instructors resulted in much the same picture as
---

examination of the questionnaires. Instructors whO'Participated in the
study felt that the effort was worthwhile, and that some particular ele-

ts of the systems (such as the peer nomination elements of the Leader-
ship recognition System, .and the acquaintanceship exercise and the/psycho-
logical ntract exeecise from the CBDS) were valuable additions to their
classes.

Cost Effectivene s

There is no r lative cost.advantage to adopting any of the experimental
systems as additio s to or replacements for elements in current technical
training curricula On the other hand, thereappears to be no cost dis-
advantage either. Instructors found the peer nominations of the Leadership
Recognition System to be useful additions to their courses. The acquaint-
anceship and psychological contract exercises were also viewed as useful
by instructors and in addition, resulted in small, significant improvements
in trainee attitudes toward their peers. These exercises could be modi-
fied, used

/
in further research, and adopted throughout all technical

training chools. Cost of their,adoption would be minimal and.they would
yield so e Small behefitS.

4 ,

Or- the whole, the experimental systems failed to yield any benefits
in te s of improved examination scores or time savings in the curriculum.

;They 'd. not result in lower washback rates. They produced no marked
improvements in overall attitudes. Because of this general lack of impact,
computation of relative costs and benefits will be foregone. The systems,

neither a positive nor a negative effect on instructional costs. It is
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hoped that this conclusjon will be interpreted without prejudice to other
systems for managing social incentives. The token economy approach
originally proposed forithis research, and outlined in Chapter 1, was not

implemented. Such an approach, having specific contingencies between
behavior and reinforcers, may haVe altogether different effects on perfor-

J
mance and attitudes.
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ChapteN 4

Conclusions

This chapter presents a discussion of the findings of the field ex-
periment and interprets those findings in the larger context of the overall
contract for studying the management of social incentives in Air Force
technical training. Finally, the implications of this work for future .

research andpractice-in the Air Force will be presented.

The Field Experiment

Four social incentive instructional systems, each designed to have
impacts on various facets of classroom social leadership, were tested-in a
field experiment. On a priori grounds, two of the four systems (the Base-
line Hawthorne group and the Leadership Attitude Training System) were
expected to have minimal effects on classroom examination performance and
trainee attitudes. The other two systems (the Leadership Recognition
System and the Classroom Behavior Development System) were expected to have
larger impacts. -

The general finding of the field experimeA%as that none of the class-
room social leadership systems had any important positive or negative effect
on block examination scores and time spent preparing for examinations, on
trainee attitudes or on instructors' assessments of student effectiveness.

That the experimental systems had no'positive effect on examination
scores may have been a result of an inherent inability of these kinds of
approaches to have an effect on cognitive performance. In addition, though',

the lack of impact could have been.due to insensitivity of the examinations
and a psychometric "ceiling" effect. In future research it would be useful

tolave custom developed performance testa for use as dependent Measures,
rather than the standard course examinations.

None of the he.xperimental systems produced a time savings in terms of

studenti' pace through the course. On the,other hand, the systems did not

slow anyone down. Since the systems varied ikthe amount of time 'required
from 1 hour 40.minutes (for the Baseline and tATS groups) to 8 hours 46

minutes (for the CBDS), this finding has some importance. In particular,

it suggests that pace through the course is governed by normative expecta-
tions of how long it will take to master each block. It,is very doubtful

that elimination of the CBDS would result in a time savings of8 hours and

40 minutes. Rather it is expected that there would be no time savings at

all.

One system, the CBDS, did have a significant and lasting impact on,

one area of student attitudes, attitudes toward fellow trainees. This
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impact was most likely dire to the acquaintanceship and psychological con-.
tract exercises presented on the fi st and second days of class. These
exercises should be studied furthe in the technical training setting and,
if supported by additionarrese ch, they should be adopted as standard
features of technical trainin: curricula. This finding represents the
single important consequen Of the implementation of the various class-

, room social leadership s -terns.

Analysis of the instructors' assessments of student effectiveness and
aptitude scores revealed significant correlations between these two sets
of data, suggesting thdt instructors' assessments were biased by knowledge
of student aptitudes. Such biases not only introduce_arrox-into_research
and' administration, but they also may have significant impacts on the in-
teraction between instructor and student. Rosenthal and Jacobson's classic
study, Pygmalion in the Classroom (1968), illustrated the ways in which
teachers' expectations can influence the behaviors of students. In the
technical training setting, instructors' knowledge of student aptitudes has
been shown to be related to instructors' assessments of student effective-
neSs Further research should be undertaken to determine the extent to

,'which instructors' expectations have impacts on other aspects of technical
trainee's behavior.

It must be repeated yet one more time that the results of the field
experiment have no implication at all for the effectiveness of alternative
systems for managing social incentives in technical training. Since none
of the' experimental systems involved direct contingencies between behavior
and reinforcers, the general lack of impact fof the experimental systems
must not be interpreted as a general finding of ineffectiveness for all
systems of social incentive management. 1.

Social Incentive Management

In the context of the larger objectives of this research, a consider-
able amount was learned about the management of social incentives in the
technical training environment, The review of the literature, summarized.
in Chapter 1, yielded many findings about the relative potency of various
kiqdi Of social incentives and the circumstances under which such results
are observed. Of greater immediate payoff to the Air Force, the identifi-
cation and scaling of social incentives, summarized in Chapter 1, presents
much information which can be used in.forward planning for the Advanced
Instructional System, various learner centered instruction procedures, and
in the administration of group-paced and self-paced courses. Incentives
such as choice of assignment, 'promotion, 72-hour pass, reduced squardron
detail and iany others are all attractive. StudentS in a variety of
training courses say they would be willing to put-out great effort to
obtain such outcomes. Incentives such as these show promise for serving
as reinforcers where appropriate contingencies can be constructed and
implemented.

4
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The major conclusion of this entire
ment of social incentives is a particula
incentives can be identified and scaled
tion and management of the same incentiv

effort. A definite limiting condition o
ment is that the social incentive systems
paced course. It is possible that manipu
quality(of classroom social leadership wo
paced course, requiring considerable grou
individual pacing seems to be the directi
will be taking in the years ahead, the dec
project to select course in which studen
of Bourse, may have reduced the salience o

e each trainee worked at his own pace,
ful incentive for cooperation and other sac

Perhaps the most important question to
concerns tretds in technical training inst
group factors. Will designers of future ins
proper and sufficient account of social and
data show high attractiveness values for var
results of the field experiment show the infl
and psychological contract exercises on attit
Both these findings underline the importance
since most future training will be in a self-p
must,be given adequate attention.

research effort is that the manage -
ly difficult art. While social
ith considerable ease, manipula-
s requires consitterably greater
the result's of the field experi-
were tested only in one self-
tions aimed at improving the

ld be effective only in a group-
interaction. However, because
that most technical training
sion was made in Phase I of this
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APPENDIX A

FOUR ALTERNATIVE SYSTEMS FOR ENHANCING SOCIAL REINFORCEMENT

The field experiment investigated only a liMited number of possible

ways of ringing social incentdves. Many alternate systems are possible,

and, in fact, four other systems were originally constructed for the field
test. Due to last minute changes in priorities and resources, arising from
operational considerations at the research site, the social contingency
systems described below were dropped in favor of the classrooms social
leadershAp systems. The untested systems are outlined here.to illustrate
alternate ways of managing social incentives,and to provide a contrasting
background for the procedures and findings presented in the body of this,

report.

Social Contingency Systems

The development of social contingency systems emanating from the
research on characteristics of incentives involved two basic components,
delineating,the system of incentive operation; and selecting the incen-
tives to be included in the system.

Four incentive systems were' developed based on two critical variables
whiCh may affect the utility of incentives: the source of their adminis-
tration and the basis on which they are awarded. The four incentive systN1/4

can be described as follows.

Systed 1. Incentives are administered by the instructor based
on the individual trainee's perforMance.

System 2. Incentives are administered by the instructor and
the class as a group based on the individual's
performance.

System 34 Incentives dre administered by the instructor to the
Individual based on the performance of the Class as
a group.

System 4. Incentivessare administered by the instructor and
the class based on the performance of the class.

, The design variables incorporated in these systems, i.e., incentive
administration and.behavioral basis, were derived from previous evidence

suggesting differential impacts. The review of the literature provided
tentative indications that baiing rewards on grpup performance may be

efficaciOUs in view of the intervening processes of cohesiveness develop-
ment and helping others reach performance standards (Raben et al., 1974).

That review, along with data from four Air Force technical training bases,
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also suggested that trainees may respond differentially to inCetives
aclueilisteil!ed by their instructor(leader) and classmates (peer group).

The .distinction between individual- and .group-performance-based
reinforcement_is_relativelv straightforward. Rewards are administered
based on:the individual's own performance, in terms of either an absolute
cut-off score or exceeding aP individually predicted target score (based.,
e.g.; on his aptitude test scores); or,the individual is'rewarded based,
on the overall performance of his class. The proposed systems included
the absolute cut-off, criterion and a minimal failure-rate on the part of
the class. Thus, for example,'a trainee could be rewarded in proportion to
the number of points he scored above 70 on a blocV(performance) exam, so
long as no more thp ten percent of his Classmates failed the test. To
this'point, the major criterion` behavior is, then, objective performance,.
as measured by standardized examinations.

The issue of administrative sourCe generated the inclusion of multiple
behavior bases for reinforcement. In addition to objective black-exam
performance, the trainee could be rewarded for his leadership performance
with a system of determing "leadership points" to supplement (but not re-:

place) "performance points." The varying source of administration is,
operat.ionalized in terms of whether the instructor alone, or the instrActor,
in-concert with classmates allocates the leadership points. .In their cam=
bination, a ratio of 2:1 is preserved between performance points and leader-
ship points, so that the former behavior base is weighted twice as,heavily
in deterMining rewards. The range of possible performance points is 0-30
(based on test scores of 70-100). Previous data from electronics courses
indicated a mean test score of 90. This would represent a mean accumula-
tion of 20 performance points. Thus, to preserve the desired 2:1 ratio,
it would be possible to establish'a mean of 10 leadership points for a
trainee to earn. If class size, were, for example, 10, then each student
and the instructor would distribute 100 leadership points among class
members in amounts ranging from 0-15 points for any student. The average
allocation a trainee receives from class. members is then added to his
instructor-allocated points. The average of these two scores-(instructor
and class) provides the final number of leadership points for trainees
operating in the instructor and class conditions (systems 2 and 4). In
other systems, only the instructor assigns leadership points. Finally,
if we assume the experimental syS-tems will cover the first four bIocki-of
the Course, the total number of points an individual could earn would, -be
180: 30 x 4 - 120 performance points, 15 x 4 = 60 leadership points.

Since, unlike the performance pointS, leadership point determinations
involve subjective judgments, a study and experimental definition'of
leadership behavior was accomplished as part of the Phase I research activ-
ities. The intent was to provide trainees and instructors with behavior-
observation reasons for assigning leadership status to the trainees. The
determination of relevant leadership behaviors,capitaliZed on the analysis
of social incentives in training and the generation, by.traineeshnd in-
structors,.of critical incidents of leadership behavior. .
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Six social incentives, which had previoUsly been considered as poten-

tial rewards, were designated as social leadership bases for the determina-

tion of rewards and studied with the sample of Lowry electronics trainees.

Trainees indicated on 5-point scales (never-always) the frequency with
which these behaviors presently occur, and ideally should occur, in their

training. program. The behaviors were also studied with the variation of

the respondent-trainee as an initiator or recipient of the leadership act.

Results of, this analysis are presented in Table A-1. The mean re-

sponses of trainees are indicative of several general conclusions. (1)

Social leadership behaviors are curTently operative in the training setting,

same (treating people as individuals and showing liking.and acceptance)

with substantial regularity. (2) Trainees believe that social leadership
behaviors should occur more frequently than they currently do; this result

was consistent across the six behaviors. (3) Trainees believe that they

should (and do) initiate leadership acts ..6o a greater extent than they

receive the act Pram someone else. It should be noted thatthe exercise
of influence cannot be interpreted in the usual sense of the respondent

as a target, since the questionnaire items were ambiguoueor to who actlIally

inf14enced class activities.

The derivation and collection of critical leadership incidents supple-

mented thesebategorical descriptions of 'classes of social behaviors and

provided instructors and trainees with exemplary objective markers for dis7

,tributing-leadership points, assuming, for the present, equal importance

of the behavior classes in defining social leadership.

Incentives for techAcal and leadership performance:were selected on

the basis br/thefraharacteristies, as determined in their identification

and analysW, and their manipulability within the context of the proposed

syete4a, These issues determined the, pricing of incentives in terms of the

performance/leadership points necessary to acquire them as rewards: Consider-

ations- of incentive attractiveness, feasibility, frequency of realistic

receipt;,and cost of implementation led to the proposed inclusion of 18

incentives to be available in the systems' &talogs or menus. The'proposed

incentives and their values are presented in Table A-2. The incentives are

listed in the order of their attractiveness as assessed by'the dollar method

in the study of electronics trainees at Lowry AFB. Rating-method attrac-

tiveness values are alto presented and show a close ordinal correspondence

to the dollar values. The incentives are presented in fiVe levels of value,

- as indicated by the spacing between incentive clusters in :the table. With-,

in each level, the incentives have the samebehavioral-pointil value indexing

their "price" or the number, of exam/leadership points which'Must be accumu-

lated to receive those incentives. The price was geilerated by multiplying

the median, within-level, dollar value of tito incentives by two. Thein-

centive prices are thus tied directly to their psychological reward value

to the trainee and preserve several desirable elements of the incentive

Systems. First, the prices of the lower-level incentives guarantee that

virtually every trainee can be rewarded. Even without leadership points,
*
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Table A-2.

".

Incentives Proposed for Inclusion in the Social-Contingency
Systems

. Points needed Freaucncy

Dollar
Incentive

Dollar
Attractiveness

Hatinp.
to acouire of nurchase

,

Level I r

Choice in base assignmen 52 6.7 100 once--last block

Promotion 50. 6.6 10P once--last block

Level II
Information--military 20 6.0 32 once

Informationcivilian 18 5.9 32 once

72-hour pass -15. . 5.9 - 3.- multiple
, ,--

Extra instruction 13 5.8 32 multiple

Reduced squadron details 12 6.0 32 multiple

Level III
Phone call

Field trip

10 5.6

9 5.6.

24-hpur pass, 9 5.5

Level IV
Letter of merit 7 - 5.0 12 once

,0------1

Certificate 6 5.4 .12 once--last block
4

Uniform choice 6 5.1 12 multiple

Meals choice 6
?14**"-

12 multiple

Strengths weaknesses 5 5.2 12 multiple

Level V
. Social event by h.8 8 once - -last block

Heirs in home town paper 14 14.8 8 multiple

Honor identity passed on 3 5.0 8 once --last block

18 multiple

18 rice --last block

18 multiple
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scoring 78 on an exam (or averaging 72 across 4 tests) wouldqualify one

for a reward. Second., the top-level incentives are very costly in terms
of both their system price and the implementation cost for the Air Force,
and very'few trainees are likelyto earn them. Moreoven,/ trainees, must-

con3istently maintain high performance/leadership level nand must forego
some lower-level incentives in the early training blocks in order to

a?
receive the costly ones. Scoring 90 on all four block exams one would

have to average five leadership points per assessment to qu ify, if he

purchased no other incentives,,,along the way. With perfect (100) exam
scores and 10 leadership pointi'per block, if the'trilneeopted for one -

of these_top incentives; he could purchase only one other'secon&-level,
3 third-level; or 5 second-level.incentives. In no case could a trainee
obtain both a promotion and choice in his base assignment. Third, half
of the incentives could be purchased only once in the system, and these
"one-shot" rewards occur at each price level. The remaining incentives
in levels 2-5 could be acvired regularly throughout the time periodof
the system. Receipt of six of the nine one-shot incentives is also re,
cerved for the last training block due tocostor--adininIstra.i.ive -coll.

straints. Fourth, the proposed systems incorporate incentives with
motivational implications for recognition, time-off and individual con-

trol, and social activities.

The basic elements of the incentive instructional systems would in-
volve examining performance and attitudes over four blocks or time periods
of the fundamental electronics course for trainees operating in one/of the
four incentive systems. Incentiveswould be used to reinforce both tech-
nical skill acquisition and the development of leadership skills in train-

ing. Thus, the social aspect, of the systems is included both in the in-

centives and their behavioral contingencies. The major emphasis is on
social leadership behavior development, since such social beh&viors as
"treating others as,individuals- are difficult to conceptualize as rewards.-
Rather, technical and'social competence are viewed as goals of an incen-

tive system. The criterion. measures for evaluation would include block
exam scores, performance ratings by instructors, and measures of trainees'

attitudes.

1,
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APPENDIX B

Questionnaires Used as Dependent Measured in the Field Experiment--
thA Airmen Attitudes Toward Training and the Instructor Assessment

of Student's Effectiveness
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Airmen Attitudes Toward Training

,

Please indicate how you:Currently feel about several aspects of your,technical

training. Below you will find several items that describe different compdnents of
your training experience. Indicate your present reaction to eagh component by

checkihg, or placing an 'X', in one of the five speaces below the item; this will

tell us how satisfied you are with each part.

1. Your Instructor in'tbiscourse - Taking into account how eiTegtive a teacher.
he is and how he getb along with. his students.

Very Somewhat Neutral,' Bgmewhat Very

satisfied satisfied - ,'- ;: "dissatisfied dissatisfied

2. The System of Rewards assoc.fatedyith being an effective student in this
training prograil - Taking.into account what rewards are available .and what one

must do to get them.
.

,

Very
satisfied

We7dT1:7.- Neutral Somewhat "Very

dissatisfied. dissatisfied

3. Your Fellow Trainees in<this training course - Taking into account how well

other students make this class profitable for you, how well students-get along

with one another, anethe general togetherness of your class as a oup.

Very
satisfied

h. The Content of
challenge of the

5

Somewhtt Neutral Somewhat

satisfied dissatisfied

Purse - Taking into account the in
Vial required of you in the course.

Very
satisfied

,c)mewhat

satisfied ,

Your own Progress ih*.h. 'cot;(urse

in terms of performance and ,how

Neutral Somewhat
dissatisfied

- Taking into account how
quickly you are mastering

Very 0 Somewhat Neutral Somewhat
,
satisfied satisfi.. ed dissatisfied

16.-, Your Overall satisfaction with this course - Taking into account generally all '

factors which are responsible for how satisfied you are.

Very
dissatisfied

rest, importance, and

Very
dissatisfied

well you are doing
the material.

Very
dissatisfied

Very
satisfied

Sbmtwhat
satisfied

"."

o

Neutral Somewhat

;
dissatisfied

Very
dissatisfied



7. The United States Air Force - Thinking generally of the system as it is

operating end affecting your life.

ti.

Very Somewhat Neutral Somewhat
satisfied satisfied dissatisfied

8. Your own Personal Development during the training you have had so far - Taking
into account the confidence you have in your abilities to go out and perform

effectively in your Air Force job.

AATT-2

Very
dissatisfied

Very
satisfied

Somewhat Neutral
satisfied

Somewhat
,dissatisfied

Very
dissatisfied

There are two more questions that ask for your opinions but without saying
how satisfied you are. Read these two questions and as before, check one

of the 5 spaces for each.

9. How much effort are you putting into this training course; how hard have you`

honestly tried, regardless of how well you are doing grade-wiie?

Very great
deal of
effort; I
tried as hard
as I could

Quite a bit About average

of effort; I effort; I

tried pretty usually tried

hard

Slight amount
of effort t

very of n or
very ch

Very little
effort; I
didn't really
t at all

10. Finally, as of how you feel today, would you recommend'to a new airman who

was your friend that he get involved in this technical training programl

Definitely yes Probably yes Don't know if
I vould or not
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Probably not Definitely not
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Instructor Assessment of Students' Effectiveness

Student Being Described:

Please
this course
appropriate

1. Shoving

consider this student relative to other trainees you have taught in
and indicate how effectively he is performing by checking the
space on the scale below each effectiveness item.

initiative in the class

Very poor Worse than Same as Better than Very good
compared to other trainees other trainees other trainees compared to
other trainees other trainees

2. .Knowledge of substantive material taught in the course

3.

Very poor
compared to
Other trainees

Worse than Same as
other trainees other trainees

Communication skills

Better than Very good
other trainees compared to

other trainees

Very poor Worse than Same as Better than Very good

compared to other trainees other trainees. other trainees compared to

other-trainees other trainees.

4. Getting along with classmates

Very poor
compared to
other trainees

Worse than Same as
other trainees other trainees

Overall performance in the course

Very poop Worse than Same as

compared to _other trainees other trainees
other trainees

Better that Very good
other trainees compared to

other trainees

,34

Better than Very good
other trainees .compared to

other trainees

6. Exerting effort and applying himself to the training task

Very poor
compared to
other trainees

Worse than Same as
other trainees other trainees

58
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Better than
other trainees

.61
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Very-good
compared to
other trainees

' t.
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APPENDIX C
4!.

Materials for the Leadership Attitude Training System
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Leadership Orientation Booklet

I. What the Leadership Orientation Booklet is:

The Leadership Orientation Booklet is a brief description df the nature
and importance of leadership in the training classroom and in the Air Force
more generally. This booklet will be read by incoming trainees in the
Electronics Fundamentals Course. The material in the booklet is designed
to: (a) stress the importance of developing leadership potential as the

-airman begins his technical career; (b) communicate, at,the outset of
training, what is expected of airmen in, terms of leadership behaViors;
and (c) to communicate these expectations in h novel, interesting way.
The expected behaviors and,leadership principles have been derived from
discussions with samples of trainees and instructors, and from previous
writings on leadership. They are presented here in a manner which retains
the basic principles but frames them in a straightforward, often humorous,
orientation. This has beet done so that the ideas will be understandable
and inspiring for trainees regardless of their background or aptitudes.
The shortness and simplicity of the booklet should also increase the
trainees' retention of the basic ideas over time.

II. Row the Leadership Orientation Booklet is to be used:

Your role in'the use of the Leadership Orientation Booklet is quite'
simple. At the very beginning of your first class session f011owing the
formal orientation, distribute the booklets to'class members. Just use the

cover title page to tell them what the booklet is (an orientation toward
effective leadership in training) and where it's from (the Human Resources
Laboratory ClagSroom Leadership 'Project). Then,give them 15 minutes to

read through the booklet. When they have finished, indicate that they
should keep the booklet.ancirefer to it whenever they wish. Then move

into your regular electronics training activities.

Questions on the use of the Leadership Orientation Booklet should
be addressed to 2nd D. Shipman or 2nd Lt. R. Noblitt at the

Human Resources Laboratory, LAFB, Phone 4385. The Leadership
Orientation Booklet is being evaluated for potehtial adoption in,
all appropriate technical training courses, and your opinions on
its strengths and weaknessgs will be sought at the conclusion of

this field tryout.

6o
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Leadership Attitudes fn Technical Training

Lowry Technical Training Center

Electronics Fundamentals

A

Welcome t9 your first technical training cltiss. As you know, a

basic purpose of your being here is to learn basic technical skills

that will be helpful to you in your Air Force job and in pursuing

career goals later in, life. Another purpose, that should be equally

stressed, and recognized in, the classroom and elsewhere on base, is

to further the development of your leadership potential.

What is good leadership? How can you be a leader of men? Why

is leadership important to you and your country? In this booklet, we

shall give you a general picture of leadership and your role. Read

this short booklet now as you begin your training venture. Refer to

it again whenever you like. It is designed for your own benefit to
4

help get you off on the right track. It is not an order,-'it is not a

test; nobody is going to check to see if you've read or are following

it. After "All, who is going to profit from your being a leaderTzu

are; and so:will your fellow airmen!

We hope.the next few pages are helpful to you. Good luck!
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" eadership is silly kid stuff"

WRONG... \ir

_Although some people may tee it this wAy at firsi,leadership

is a serious matter with important consequences. It 'does not mean

getting a step ahead of the other guy and getting laughed or sneered

at for your efforts. The quality of leadership can determine the

fate of a nation as well as that of the average citizen. 'History

has recorded the successes of.many different leaders in the military,

political government, and civic welfare.,, While you may not become

president, leadership also affects youlhere and now. How you deal

with other,people and how they treat you will have a large impact on

, your attitude and how well you do your job. There are some things

you can do, alone. But somewhere along the line, teamwork will make

r.

or break any project. Teamwork involves how you lead and how you

respond to the leadership of others. Only through working together

with good leadership and everybody pulling his weight cana group

have what you might call "esprit de corps," a feeling of togetherness,

common will, spirit, and pride in what you're doing. Knowing you can

lead will also make your own individual life more pleasant as you

gain the respect and admiration of others.
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"Great leaders are born leaders....

You either got it or you don't"

WRONG....

Leadership comes through learning and experience. You are not

born klowing the right thing to do, at he right time, and in the

right place.

-

And right now, in the midst of other young men in tkp-

.

.000 H- O- OH eader.

diligent and constantly putting out your top effort in your IrCik

will give you a base to work on. Not only do you have to be a good

guy, you have to know what you're doing. To be looked up to for

support, praise, and, help, you have to develop tee-expertness in

your field that will make your help and support valuable to the

other guy.

Leadership_in the past may not be Yelevant,to leadership here.

So itirou weren't'class valedielOrian, 'Class president, or captain

of your football team, don't let that determine your leadership,in'

the Air Force. You're in a new phase of the ball game of life and

you set the game plan and carry it out.

Remember.:. "Action, not words, makes a man."

0

614.
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1

"Being a leader means being top dog"

THIS IS ALSO WOG.

4

Everyone can be ee'leader. You are not competing 'with other men

to becomeMie leader. Rathery,leadership is to be spared, and this,

requires cooperation. Different Mencan lead at different times and

_on!:different tasks. Also, for you to be a good leader, people have

to follow you. In setting a positive example for others, it helps to

be honest, forthright, and'nourteous. Leaders of the past have shown

some form of courage. The electronics lab is not a battlefieldere

you can demonstrate courage under fire. However, you can be couiageous
.

by sticking to your principles but being open-minded enough to under-

stand and respect other peoples' points of view. Leadership can be

shown in changing yourself as well as by trying to change others. If

you look at leadership this way, it is possible for every member of

your class to be an effective leader and for all of you to learn from

each other.

Remember.... "ge may not score

And yet he helps to win

Who makes the hit

That brings the runner in."

"Do unto others as you would have them do unto you"

65
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FINALLY, THIS IS RIGHT; IN FACT, THAT'S WHAiLEADERSHIP IS

ALL ABOUT.

The leader who follows the Golden Rule respects others and gains

)

their mutual respect and trust. Leadership always involves you with

other people; here that includes your classmates, instructors, and

others you work with from day to day. They have needs and desires just

as you do.. The mark of the good leadert, is to make all of them, including

yourself', happy and productive. This means relating to other human

beings as you would like them to relate to you.

Here are some examples of human relations leadership in the classroom
. .

that y9u may try to encourage and do yourself.

* *

A

Show support of other people's behaviors andthey will

support you.

o Show concern and respect for the needs and feelings of others,

and they will show respect for you.

Treat other people like individuals and they will treat'you

like the individual human being you are.

Help others solve problems and they in turn will help you.

o Share information with others and they will give knowleOge

to you.

t
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o Praise others' accomplishments and they will encourage you.

o Initiate friendships and you will become a friend.

*

,

When this kind of leadership takekplace in a classroom, everyon

there contributes and benefits. This makes the training course a

smoother, more pleasing experience. The Golden Rule of Leaders

.also prepares you for working with other groups of people when you

leave Lowry. The Air Force trains men, not just mechanics or t hnicians.

The concept of the Whole Man - competent, energetic, inquisitiv

challenging, and leading with the right attitude - makes the sys m go. )

But leadership cannot be taught from a manuallike technical material

can. You have to develop yourself, with experience and guidancerfrom

others, into a just, dynamic, and effective leader.

It's'all up to you...
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APPENDIX D

Materials for the Leadership Recognition System
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LEADERSHIP RECOGNITION SYSTEM

. INSTRUCTOR'S MANUAL

Prepared for use in
Electronics Fundamentals

Lowry Technical Training Center

under the auspices of
Classroom Leadership Project
Human Resources Laboratory
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Purposes of the Leadership Recognition System

The Leadership Recognition System has been devised to:

O Recognize effective leadership in the technical

training classroom.

.o Aid the development of traineers leadership
skills.

o Contribute o the growth of the whole man, the

effective-kairMan.
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Sequence of Activities

Briefing of instructors and other course personnel.

2. First day of class: Briefing df trainees -- distributing Traineeis

LRS Manual, defining classroom leadership, discussing the purposes

of LRS, reviewing the Classroom Leadership Recognition Form, and

reporting leadership standing, describing observed behaviors, and

planning leadership development.

3. ninth day oeclass: Distribute copies of the Classroom Leadership

Recognition Form. Each trainee must complete at least 3 namina-

tionaas he wishes (except he may not nominate himself). The

completed nOmination forms are collected and reviewed by the in-

structor. The number of nominations each trainee receives is

reported on the Recognition Summark Record.

4. Tenth day of class: Leadership Standing and Development discussions

are held individually with each trainee. The Classroom Leadership

Recognition Forms are distributed to trainees receiving nominations,

and individual coaching sessions are held.

5. VinetebntMay of class (same as'niath day): Distribute copies of

the Classroom Leadership Recognition Form. Each trainee must complete

at least 3 nominations, and may make as many nominations as he wishes

(except he may not nominate himself). The completed nomination form's

are collected and reviewed by the instructor. Theriumber of nomina7

tiops each trainee receives is reported on the Recognition Summary

Record.



6. Twentieth day of class (same AS tenth day): Leadership Standing

and Development discussions are held individually with each trainee.

The Classroom Leadership Recognition Toms are distributed to

trainees receiving nominations, and individual coaching sessions

are held.

7. Additional repetitions of the cycle of collecting nominations and

holding coaching sessions can be done at the,discretion of each

instructor. LRS is intended to have a major impact early in the

course, but may be extended if desired.
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Guide for Briefing Trainees about LRS

This briefing, should be held as soon as possible after the trainee enters

his classroom for the first time. Ideally, all trainees in the same

classroom will receive their orientation, receive this briefing, and

begin their course assignments together as a group at the same time.

Trainees beginning the course at other times should be given individual

briefings. 0

Introduce the Leadership Recognition System in the following way:

1. "In addition to the particular job skills you will learn

during technical training, we will devote some time to

leadership., Specifically, during the next several weeks

we will participate in the Leadership Recognition System

as a means of identifying effective leadership in this

classroom. The purposes of the Lead4ship Recognition

System are to:

1. recognize effective leadershp in the technical
training classroom,

2. aid in the development of leadership skills, and

3. contribute to the growth of the whole man--to
your growth as an effective airman.

This booklet is your manual for the Leadership Recognition

System. Read it. Then everyone has finished, we will have
'4 e%

brief discussion covering effective leadership in the

classroom, use of the Classroom Leadership Recognition Forms,

and any questions you have."
1
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2. Give each trainee a copy of "Leadership Recognition System,-

Trainee's Manual." Aistruct each trainee to read the book-

let immediately.

3. After everyone has finished reading the booklet:

--discuss the definition and examples of effective class-
room leadership; a o c o o, 0 o 0 _ 0 0 o, e 0 o - s

--review the Clatgroomi...eadership Recognition Form, draw-
ing especial'attention to the need to report a specific...
incident to justify nominations and the. other, procedures
related to making nominations; ,

--announce that the first round of nominations will take
place in. about two weeks;

--point out that each trainee must nominate at least
three of his_classmates, and that he may nominate
other, additional effective leaders in his class;

--suggeft that each trainee be especially alert for in-
stances of leadership, and that he jot down a note as
a remainder for when the nominations are made;

--outline the proceaures for the Leadership Standing and
Development discussions like this:' "After the nomina-
tions have been made and collected, sort l':Iem_DIrt,;_5::7,1

and review each one. The next day I'll meet separately
with each of,you to let you know your leadership stand-
ing and to discuss'your leadership in the classroom.
The idea is 'to help you find out about your leadership
skills and to develop them."

--ask: "What questions do you have?"

4. Answer any questions that arise as well as you can.

The following information, may be helpful:

o The Classroom Leadership Recognition Form i completed
by trainees only; the instructor makes no nominations.

o The instructor serves as a coach, helping trainees to
develop their leadership skills, especially trainees
who receive few (or no) nominations.
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o Recognition of leadership has no direct impact on
course grades. Rather, recognition is given in
addition to the regular classroom performance in-
formation.

o Nominations on the Classroom Leadershill-Recog;nition
Form sh6ld cover leadershipeobserved during the
training day only. While leadership in the squad-
ron is highly desirable, this system is intended to
recognize learrship in the classroom.

o Nominations wit be made on the 9th and 19th days
of class. Recog4ition of leadership standing and
leadership developpent discussions will be held on
the 10th and 20th lass days.

o Nq;public posting ,of leadership recognition will be

mate. The emphasis here is on recognizing (and devel-
'cOng) the leadership of all trainees, not just the
Q performers.

:1 1

o The triptructor will keep a record of the nominations
ta.!a441st in coaching trainees and to assist in evalu-

": ating4lie LRS.
.4

)`: -!
o' 0;Thl4Leadership Recognition System has been devised

;tot?Eichieve the purposes announced in the Trainee's

i;:Margual: Recognize effective classroom leadership;
indevelopingleadership skills; and contribute

'tothegrowth of the whole man, the effective air-* 44,
man.

zoo

743 The 1,11S is being implemented in this course and

sc) evalqatedprior to adoption in all appropriate
technical training coun'es.

o Trainees must nominate at least 3 classmates for

recognition each time the Classroom Leadership
Recognition Form is used. Enough copies of the

form should:be provided to each trainee so that
he could nominate every member of his class

, (except himself).

o Self-nominations for leadership recognition are not

permitted. Leadership is effective if others re-
spond to it, and this system tries to, reflect the

responses of others.
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5. When all questions have been discussed, conclude the
briefing stating the hope that this system will lead
to improved skills and more positive leadership in
the classroom, and go on to the next activity.



Using the Classroom Leadership Recognition Form

The Classrobm Leadership Recognition Forms should be distributed to

trainees, at some convenient time on the 9th and 19th days pf training.
,

..,
,

..,
J

Each trainee should be given enough-copies of the form so that he could
,

nominate.every Other member of his class if each of them deserves redogni--

tion. Thus, if you have 8 trainees in your classroom, you should give -1

each trainee.7 copies of the form.

Trainees must nominate at least 3 fellow trainees on the Classroom Leader-

ship Recognition Form each time it is used. This requirement. holds even

if it is objected that only one person (or no one) was an effective leaderl

or it.is difficult to think of what the person did. -If a trainee Still

objects, point out that the purpose of LRS is to help him learn to identify

leadership behavior, and ask him to keep trying.

A justification must be written for each nomination, even if it is brief.

Each 'trainee should use only one form per nomination, and should not be

permitted to nominate any person twice Or,moi;e on the same day.

'A-trainee may not nominate himself.

iJ

When collecting nominations, check to see that the trainee has nominated a

least 3-51ifferent people and that he has not nominated himself. Record the

number of-naminations he makes on the Recognition Summary Record.

79
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Classroom Leadership Reco,-pition Form

On this page, you are to identify a member of your electronics

fundamentals class whom you recognize at a good leader. This re-
cognition should be bascdon what that person has done during the
past two weeks during the training day (classroom, breaks). The
first thing you should do is read the following list of behaviors
that define good classroom leadership.

The leader may:

o support-of other;Rappleig behaviors.
o ay concern and respect for the needs and feelings

of others. .1)

o Treat people like individuals.
Relp others solve problems:

o Encourage others and praise their accomplishments.
o- _Initiate friendships with others.
o Increase the-"togetherness" anePride
o Help others accomplish training goals

(-

Haw,,do two things. First, write the name of
recognize as a leader in the space below.

A leader I recognize is:

of the class.
of the class.

the person whom you

Second, provide your justification for nominating this person..
Write out whet this person did that makes you recognize him as
a leader.

This leader
.
did the following (use only one page):

s.
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RECOCH?:ION SUMMARY -RECORD

Leadership Recornitien-System
Electronics Fundcmentals

Lowry Technical Traininci Center-,

Instructor Shift

Date of trainee's briefing

Trainee

10.

Date of 1st Round Date of 2nd Round

Humber of Humber of
,

Nominations Discussion Nominations 'discussion
Made' Received2 Held?3 Made Received Held?

Woomm.a.

ti

amama.mwe

.s,

MOMMOIMWMI

."1.

0.11.1.01116. IIMMNOWIIMM
mala/WoWoM

'Each trainee must nominate at least 3 of his classmates, even if he feels that

none are really effective leaders. In collecting the Classroom Leadership

Recognition Forms, record the number of nominations each trainee makes.

2Record the number of nominations each trainee' received.

3DiscussionO must be
nominations he receives.

;V:

h every student regardless of the number or

884
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Guide for Coaching Trainees on Leadership 4

Standing and Development

The most significant activity in the Leadership Recognition System is the

discussion you will have with each trainee concerning his leadership stand-

ing and development of his leadership skill. This section presents sug-

gestions for conducting the discussions.

What the trainee expects

Trainees expect to have a brief, confidential discussion with you on

the day following collection of the Classroom Leadership Recognition Forms.

They expect to find out how many nominations they have received. They've

been told they Can read and keep the nominations. Each trainee knows that

the nomination forms (or lack Of them) will help:him to learn about what

behaviors the people in his classroom respect as effective leadership. You

will probably want toIcomment on any themes or consistencies 'that show up

in the nominations, and Also on how closely the.reported behaviors fit the

definition of classroom leadership (do the descriptions cover all aspects

of the definition?). Give the trainee a chance to comment.on the incidents

reported on the nominations, or to describe what he has done that he thinks

is leadership (even though others may not have recognised. it). Finally,

find out what the trainee would like to do about'his leadership in the ,

classrdom, and get him to set clear, specific goals relating to ways he

wants to improve his leadership performance.

trainee's manual for LRS emphasizes self-development, not develop-

ment imposed or coerced by the instructbr. The trainee expects you to be
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a coach, to help him. Thus, you will have,to refrain from telling him

what to dc4-and instead, ask him what he wants to do and help him to dis-

cover hoW to do it.

, -

Preparing f r the diseussion

A collecting and checking off the nominations that each trainee

makes, you can start preparing for the next day's discussions. Recoid the

number of nominations each trainee receives, and then read through the

justifications for each nomination. For each trainee, jot down. a few

notes to gUide your discussion with him. Note themes and consistencies

that show up in the incidents, and check to see how many aspects of the:

definition of leadership are covered in the incidents.

Arrange for a place to hold the discussions. Since the trainee expects

to discuss his skills with you confidentially, a private meeting place out-
,

side the claVsroom is needed. The best arrangement is for you and the

trainee to be seated side by side at a fable in a room where there will

be no interruptions. Since these discussions will be quite brief (10 to

20 minutes), the spade is not needed for too long a time.

Incidentally, your absence from the classroom. during these discussions

will be a nice . test of the classroom leadership of your trainees.
A-

Once you've gotten ready to talk with every trainee, decide.on the

order you will see them. Avoid talking with the top performers first or

last. 'the same ides for the low performers. And make sure that you can

talk to all your trainees during the same day - -a, delay or postponement can

be v threatening.
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_Holding -the discussion

Once the trainee and you have. been seated, tell him how many nomina-

%rtions he has received. If you wish, you might also comment on his stand-

diaYerelative to other trainees (be consistent-- either tell all trainees

their relative standing, or none of them).

Next, give the trainee his nominations, and allow time for him th

read through them. When he has finished reading, add any comments you

have about consistencies or themes, and how well his behavior fits the

definitiOn of classroom leadership.
4

It is best to refrain from interjecting'your own observatioris on the

tralpee's leadership, or your own philosophy of leadehhip. Under some

circumstances, though, you may need to add your own commentary. The

trouble is that' ''preaching" can get in the way of your role as a coach

and'helper. The focus should be on the trainee's actual behavior and the

desired leadership behavior.

Next, give the trainee a chance to reflect on the nominations he has

received. Praise his efforts when it is warranted. Inquire about what

led up to the incidents repo ed on the recognition forms.

Take time to ask how well the nomination forms agree with his ideas

about his own leadership behavior. This step is especially important far

the trainee who receives one or no nominations, since it calls for him to

.report and reflect on his own view of 'his behavior. This then leads to an

easy transition to discussing development of skills and specific improve-

ment of goals.

0
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Finally, ask the trainee what he would like to do about improving his

classroom leadership skills ("There's always room for improvement"). Set

some goals, specific ones, to be checked in the near future. Clear,

specific goals lead to better performance than general exhortations to "do

/4
your best" and "try harder. ",. St is important that the trainee select and

specify the goals himself: He is likely to perform better if he feels that

the goal is his own, not one that has been imposed on him. Your role is

to help him make his goals clear and specific, and to make sure that there

are some benchmarks for measuring attainment of the goals.

Special situations

The coaching on leadership standing and development can be the most

valuable part of LRS. It will be the most challenging to you as a Techni-

cal Training Instru5t.or. It can also present some interesting problem

situations. Here are some tips on handling some special situations. You'll

have to be creative and flexible in handling others-that might-came up.

-1

o Some trainees may get no nominations. This means that their ,

leadership behavior is not perceived by their peers as-worthy

of.recognition. This fact will need to be faced. It is

probably,best to face it head on, fairly, withoutcensure.

"John, you got no nominations. Your classmates didn't report

anything they considered important leadership behavior. How

do you feel about that?" From this point, you can discuss

the reasons behind his reaction ("You were surprised? Why is

that?" or "It's about what you expected? Why is that?", etc.),

you, can discuss effective leadership behavior (Trainee: "Well,

I really don't know what to do." Instructor: "What you can do

is outlined*in the definition of leadership..."), or follow

whatever approach seems most promising. If the trainee comments

that he has been trying,to be a leader, ask him to describe what

he has done. This should be sufficient to move the discussion

to profitable lines.

3 /

r
tr,f:
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o You might want to ask a trainee to make up examples of behaviors
that are worthy of leadership recognition. Reviewing the leader-
ship definition would be one approach. Reviewing the sample 074'

Classroom. Leadership Recognition Forms in the Trainee's Manual
would be another. Or it might be proper sometimes to ask him to
recollect.the incidents he reported in justifying his nominations
of other trainees. The point is to make sure that the trainee
understands what behaviors are viewed as effective leadership.

o Even a low ability trainee who is performing poorly on exams can
exhibit leadership behaviors in the classroom and during breaks.
Such instances will require your special attention.

o If both the trainee and you would see it as being useful, you
might want to hold extra coaching sessions.

o The nominations might reflect popularity as much as they reflect
leadership behavior. ipu will need to make sure that the focus
is on leaderbhip.

o If a trainee, gives you the impression that he doesn't care
about LRS or developing his leadership skills, you^should
discuss his views with him. Make sure he understands the
purposes of LRS as stated in- the, Trainee's Manual, and em-
phasize the value to him of improving and using positive
leadership skills, both in the Air Force and elsewhere.

o Be sure to give praise when it is deserved.

8689
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LEADERSHIP RECOGNITION SYSTEM

TRAINEE'S MANUAL

4

Prepared for use in
'yectronics Fundamentals

Technical Training Center

under the auspices of
Classroom Leadership Project

- Human ,Resources Lttboratory
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Purposes of the Leadership RecognitionSystAlt

The Leadership Recognition System has been devised
to:

Recognize effective leadership in the
technical training classroom.a =

o Aid the development of your leadership
skills.

o Contribute to the growth of the whole man--
to your growth as an egbctive airman.

This manual is provided to explain to you the 4--

goals and operations'of the Leadership Recognition

System (LRS). Please lead it carefully,

questions you may have to your technical

Keep this manual and refer to it whenever

to review the operation of the LRS.

88
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Introduction

,
Leadership in the classroom involves key behaviors which

contribute to maximum learning, which develop positive attitudes

and morale, and wtich support student effort and motivation.

Extensive research has idenUfied and defined important clas's-'
00'

room leadership behaviors. The Leadership Recognition System

provides you with a clear understanding of classroom leadership

and offers a system of gathering information that will let you

know about your leadership behaviors in the classroom. It will

help you develop your leadership skills.

Study the definition and examples of effective classroom

leadership shown in this manual. Then, later in this course,

you will be asked to nominate your classmates to recognize their

effective leadership. Nominations will be made on the Classroom

Leadership Recognition Form, and properly completed sample copies

of it are shown in this manual.

Be sure to study the definition of leadership very carefully,

because effective classroom leadership may be'different from

effective leadership in other settin'gs.

89
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What is Effective Leadership in the Classroom?

The good classroom leader may:

o Show support of other people's behaviors.

o Show concern and respect for the needs and feelings
of others.

o Treat people like individuals.

Help pthers solve problems.

Encou ge others and praise their accomplishments.

o vitiate friendships with others.

o Increase the'"togetherness4 and pride of the class.

o .Help,others accomplish training goals of the class.

To make this more specific, several examples are shown next.
Your goal is to watch for instances of leadership like these.

Example 1.

Airman X realized that some of the students could not keep
up with the instructor - so he asked the instructor to go
over the beginning of the block-instead.of going do to new

material.

Example 2.

A group vent down to the orderly roam to give blood. One

guy took charge apd made a head count and controlled some
guys from screwing around by telling them that the sooner
-we got finished, the more free, tine we would have left.

90
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Example 3.

4

Airman X had to work very hard to finish his projects
before the cnd of the time scheduled for the block:
Airman Y asked if he could help explain anything.

Example lit

After trying for a long time to uncross some ofhis wires,
Airman X finally got his circuit to work. Airman Y told
hi that he was an O.K. dude for not quitting and for
keeping.his cool.

E.:ample 5.

Airman X saw that Airman Y was having problems with the
oscilloscope. Airman X showed him how to work it instead
of criticizing him for what he did wrong. Airman X told
him that he didn't mind helping because it takes time to
get it together in electronics.

Example 6.

Airman X helped to increase the feeling of togetherness
of the class'by getting to 'know each and every member.

These examples illustrate some aspects of leadership in

a

the classroom. Watch for these and more. You will be

using the Classroom Leadership Recognition Form to

nominate and recognize fellow classmates, and you will

need to report specifio'eXamples of their leadership

behavior..

The next page shows a' sample of the Classroom Leadership-

Recognition Form. Read it .carefully:

-94
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Classroom Lenderstip Recognition Fora

On this -page, you are to identify a member of your fundamcntals
electronicb class whom you recognize as a good leader. This.

recognition should he based on what that pe.rcon has done during
the pant two Weeks during the training day (classroom, breaks) .

The first thing you should do is reaa the following list of
behaviors that define good,classroom leadership.

The good leader nay:

o Show support of other people's behaviors. .

o Show concern and respect, for the needs and feelings,

of others.

o Treat people like individuals. ,

o Help others solve problems.
-. -(17_,

o Encourage-bthers and praise their accomplishments.
o ,tritiateffrienaships pith others.

o increase the "togetherness" and pride of the class.

o Help othersincomplish training goals. of the class.

,How, do two things. First,"Write the name of the person whom

you recognize as a 1pTaT1in the space below, 7 --

A leader I recognize is:

%

Second, provide your justification for nominating this person.
Write out what this rerson did that =Yes yod recognize him as

a leader.

This leader did the following (use only one page):

.4
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The next six pages show samples of good classroom leadership in a

technical training course. Try to think of other examples of

effective leadership 0.--you read 'these samples.

rr
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Classroom Leadership Recognition Form

On this page, you are to identify a member of your fundamentals
electronics class whom you recognize as a.gOod.leader. This
recognition should be based on what that person has done during
the past two weehs during the training day (classroom, breaks).
The first thing you should do is read the following list of
behaviors that define good clas:troom leadership.

The good leader may:

o Show support of other people's behaviors.
o Show concern: and respect for the needs and 'feelings

of others.
o Treat people like individuals.
o Help others solve problems.
o Encourage others and praise their accomplishments..
o Initiate friendships with others.
o Increase the "togetherness" and pride of the class.
o 'Help. others accomplish training goals of the class.

Now, do two things. First, write the name of the person whom
you recognize as a leader in the space below.

a
A leader I recognize isl

Geoxge Wallington

Second, provide youi justification for nominating this persbn.
Write.oi:t what this person did thSt makes you recognize him
as a leader.

This leader did.thefollowing (use only one page):

7 was having tuubt.e keeping up with the

mataiat, zo Gunge asked the inztAuctoh to

go ave.& the beginning oti the bt.ock instead otS

going on to new matbziat. Atso, he haped

me, beet ptide in what I an tewuang.

9!.
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Classroom Leadership Recognition. Form

On th:.s page, you are to identify a member of.your fundt-nentals
electronics class whom you recognize as a good leader. This

recognition should be based on what that.person has done during
the past two weeks during the training day (classroom, breaks).
The first thing you should do is read the - following list of

behaviors that define good classroom leadership.

The gobd leader may:

o
,

Shbw support of other people's behaviors.

o Show concern and respect for the needs and feelings

of others.
o Treat people like individuals.
o Help otherssolve problems.
o Encourage others and' praise their accomplishments.

o Initiate friendships with others.

o Increase the "togetherness" and pride of the class.

o Help others accomplish traininG goals of the class.

Now, do two things. First, write the-name of the person whom

you recognize as a leader in the space below.

A leader I recognize is:

John Adams'

Second, provide your justification for nominating this person.
Write out what this person did that makes you recOgnize him

as a leader.

This leader did the following,(use only one page):

8

4Ie went down .to the Ohdeltty room to give

btood, and John trade a head our and

contAotted borne guy!, Ooklunewing alEound

by totting tbs that the 400nek

6ini4hcd, the make On tone we; mvutd have.
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Class oom.LeadershipsReeognition Form

4.

On thi s page you are to identify a member of your fundmentels
electronics class whom you recognize an-a good leader. This
reeognitio should bC bused on what that person han done during
the pest wo weehs during the training day (classroom, braks).
The fir thins you should do is read the follovins list of
behaviors that define good classroom leadership.

The good leader 'may:

o Show support of ether people's behaviors.
o 'Show concern and respect for the needs and feelings

of others.
o Treat people like individuhls.
o Help others solve problems.
o Encourage others and praic their Accomplishments.
o - Initiate friendships With others.
o Increase the "togetherness" and pride of the class.
o Help'others accomplish training goals of the class.

Now, do two things. First, 'write the name of the person.wnom
you recognize as a leader',in the space below.

A leader I recognize is:

Torn Je66eizzon

Second, provide your ,justificationlpr nominating this person.,
Write out what this person did thEf.4nakes you recognize him
as a leader.

This leader did the following (use only one page): .

5

A guy wa6 way behind in taying to Iiiniah

up a Hock on time and Tom asked i6 he

coutd hap out and extain anAhing.
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'Classroom Leadership Recognition ForM

On this psse, you arc to identify.° rember of your fundamentals
electronics class whom yoU reca::nrze as a good leader. This
recognition should be based od what that person- has done during
the past two weeks during the training day (classroom, breaks).
The first thing you should db is read the following list of
behaviors that define good classroom leadership.

The good leader may:

o Show support of ether people's behaviors.
o Show concern and respect for the needs and feelings

of others.
o Treat people like individuals.
o Help others solve problems.
o gricourage others and praise their accomplishments.
o Initiate friendships with others.
o Increase the ',togetherness" and pride of the class.
o Help others accomplish training coals of the class.

Now, do two things. First, write the name of the person whom
..you recognize as a leader in the space below.

A leader I recognize is:

Jim Madison

Second, provide your justification for nominating this person.
write but what this person did that makes you recognize him
as a leader.

This leader did the following (use only one page):-

I iewdzed on a cilmait..494. a tong time,

7etting zone wi4e4 4tAaight, and pot it

o tVo.I.h. Jim .toed 1 waz 'an O.K. dude

604 flat quitting and keeping my coot.
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Classroom Leadership Recognition Form

On this page, you are to identify a member of your fundamentals
electronics class whom you recognize as a good leader. This
'recognition should be based on what that person has done during
the past two weeks during the training pay (classroom, breaks).
The'first thing you should do is read tthe following list of
behaviors that define good classroom leadership:

The good leade may:

o Show support of other people's beh
o Show concern and respect for the n

of others.
,o Treat people like individuals.
o Help others solve problems.
o Encourage others and praise their
o .Initiate' friendships with others.
o Increase the "togetherness" and
o Help others accomplish training

Nov, do two things. First, write the name of the person whom
you recognize as a leai::r in the space belP.

otors.

eds and feelings

accomplishments.

ide of the class.
als of the class.

A leader I recognize is:

John Monroe

Second, provide your justification for nominating this person.
Write out what this person did that makes you recognize him
as a leader.

This leader did the following (use only one page):

A guy wa.4 having a p4obtem with the o4cittosaope

and John showed him how to wo4h it and:didn't

cra,ticize him 64 what he did whong. He said he

didn't nand hetping bccauze it taku time to get

tonalteA in etectAonic.6.
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Classroom Leadership Recognition Form

On this pace, you ere to identify a member of your fundamentals
electronics class vhci you recocnize as a good leader. This
recognition should b" boded on what that person ha' done during
the past tvo weeks durin;; the training, day (classroom, breaks).

The frot thing you should do is read the following list of
behaviors that define good classroom leadership.

The good ieadef may:

o Show support of other people's behriors.
o Show concern and respect for the needs and feelings

of others.
o Treat people like inUmdduals.
o Help others solve problems.
o Encourage others and praise thOgr_accomplishments.
o Initiate friendships with others.
o Increase the "togetherness" and pride of the'class.
o Help others accomplish training gals of the class.

Nov, do two things. First, write the name of the person whom
you recognize as a leader in the space below.

A leader I recognize is:

Andy Jaek4on

Second, provide your justification for nominating this person.
Write out what this person did that makes you recognize him:
as a leader.

This leader did the following (use only one page):

ti

o

Andy Wind to inekgaze the iceetag

toge.theitne46 Zn OWL eta44 by gettZng

.to know each and eve4y one o6 ue

peAhonatbj.

99
102



13

Using the Classroom Leadership Recognition Forms

At least twice during this course, your instructor will give you copies

of the Classroom Leadership Recognition Form to fill out. You will be

given enough copies of it so thatlif everyone of your classmates demon-

strated effective classroom leadership, you could recognize each one.

You will be asked.to nominate at least 3 of your classmates, so be alert

for instances of good leadership. It would be a good idea to jot down a

note right away to serve as a reminder when you're asked to make nominations.

Try to be specific and complete in describing the things that the person

did that made you recognize him as a leader. To report_simply, "He was

friendly" is not specific nor complete. ,Describe what actually happened

that led you to say he was friendly and to nominate him.

.,,When the nominations have been made, your instructor will collect them,

sort them out and read them, and the next day will give -them to the
-

people who are recognized. Some students"will receive many recognition

faims, while others may receive only 1 oi) 2 (or none). You may get none;

that is, no one felt you behaved as a leader (regardless of how effective

you feel you are). Or it's possible to get recognition forms from each

member of the class. The nomination forms (or lack of them) will help you

to learn, about what behaviors the people in your classroom respect as

effective leadership.

tog
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Leadership Standing and Development

Qn.the day following collection of the nominations, your instructor will

have a brief discussion with yetr. First, he will retort the number of

nominations you received and will give you your nominations to read and

.

to keep. Next, you and he will discuss the reports of your leadership in,

the classroom and also how closely your leadership fits the definition of

classroom leadership. You'll have a chance to describe what you've done,

that constitutes leadership, whether or not others have recognized it.

Finally, you will be able to set some goals with your instructor about

things you can do in the coming weeks to improve and develop your leader-

ship skills.

There will be no public posting of leadership standing. The purpose of

the Leadership Recognition System is to recognize and develop the leader-

ship of every student, not just the top performers. All discussions of

leadership standing and development will be confidential between you and

your instructor. He is there to serve as a coach, to help you develop

_your skillb.

Recognition of leadership in LRS.has no direct impact on course grades.

Rather, recognition is given in addition to regular classroom performance

information.

Why recognize leadership? It has been shown that a good way of develop-
,

ing and maintaining leadership is to be sure that each person knows when,
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where, and under what circumstances others say he-is effective. The

Leadership Recognition System seeks to provide you with such information.

You can then be in a-better pOsition to plan your own development.

ig
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APPENDIX E

Materials for'the Classroom Behavior Development System
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Introduction .

The Classroom BehaVior Development System was designed in collabora-
tion with technical training instructors and students to maximize the
impact of training on the airman. Its goals are to facilitate learning
and generate high morale by enhancing the quality bfetudent-instructor
interactions and by increasing student motivation,. The basic tactic in-
volved in this program is the use of several student-group and instructor
discussion sessions which are conducted in an atmosphere cif cooperation
and support. The program outlined below details the, vailous sessions
and activities to be carried out. Please resit them carefully. Because

1r
it i'4t s a

'1demonstration
program not all of the issues or proble"ms may

. ,..,,-
encounter will have been anticipated, therefore, your support dn enthus-

iasm will be needed and greatly appreciated. Your appraisals and comments
will be gathered at the end of the trial period and will be included in

1111It

the final evaluation. Similarly student reactions and performance wil
also be obtained to indicate the relative contribution of:the program.

The Classroom Behavior Development System requires several class
sessions in the first five weeks of the technical training school:
Research has shown that the first experiences we have in a new setting
are very important. Thus, it is crucial that these sessions be carried
out as described and according to the schedule provided for maximum impact.

The program will be described in the following format: a) the time

to hold each session; b) the general goal .or major thrust of the session
Yin be spelled out; c) the behaviors or techniques that you should use
are presented. You should be thoroughly familiar with the activities of
each session prior to conducting it. In some cases, "trying them out"
beforehand will be useful, patticularly if the techniques are not familiar:7
to you. For other sessions merely reading over the instructions will be
enough. Remember, your conduct should appear natural and not "forced."
Your students should be comfortable and interested and if you are not in

control of the situation, it is unlikely that this will be the case.

Session One

A. This will occur on the first day of classes immediately after .
the students arrive in their actual classrooms. Many instructors take

r-b, certain period of time upon first meeting their class to brief students
on their philosophy, the course, classroom procedures, etc. The activ-

ities' described below should be made'a part of this orientation.`.

B. Goals for the session are to give the students an overview of
Classroom Behavior Development System and to create a first impression

of technical training as a cooperative, supportive learning environment
where the instructor's mission is to facilitate and maximize the learning

of important skills.
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C. Several techniques or procedures are to be used during this
session (which should last about an hour). They are listed in the pre-
ferred' order or sequence that they should occur.

1. A series of statements should be made about the importance
of the attitudes or the philosophy of Classroom Behavior
Development System. That is, training is most effective
and time spent most productive when cooperation exists
among students and instructors. An atmosphere of trust,
of a willingness to be open and frank with one, another
while working through the course content should .be stressed.
Relationships should be-'supportive of the students and tend
to make people feel gobd and feel that they are important
as hilman beings. Thus, mutual respect must be promoted.
The instructor has the responsibility not only to convey
this impression of the classroom "climate" to the new
students but he must act in such a way as to bring it
about and maintain it throughout the course of instruction.
Sincerity is needed in this regard. The instructor must be
convinced that all people have some value or worth that he
can promote learhing for all his students.

2. Overview of future Classroom Behavior Development System
sessions. It is important to let students know what is
going to happen in Classroom Behavior Development System.
Toward this end 4 student manual has been prepared which
outlines the goals,of,the program (stated above), the
various sessions, Ind what is expected of them. At this
time the instrudtor should go through the booklet with
the students, brfe@ly outlining its content. Students

should-be assigned to read it more thoroughly that night
to become fully prepared for the program. General questions
from the students should be sought and answered. However,

a more detailed discussion should be field off until just
prior to, or during, the appropriate session. The one ex-
ception to this will be the area of classroom leadership.
In this case it should be clear what behavior is important
and how it will be judged (this is covered in Session three).

3. One important factor which produces a healthy learning
environment is for students to be aware of their status as
unique individuals and that, they may'have trarying atti-

tudes and abilities. The instructor must recognize and
let the students realize that there are great individual
differences among people, especially with regard to life

. goals, values, and background. The point is not to stress
differences per se,.but to make clear to the student that
not everyone will think like he does, nor react to social
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")or.learning situations in a similar banner. Stateients
to this effect should be provided by the'instructor.

To support the ndtion of different backgrounds, thesinstructor sho4d-
get as much information on his new students as he can.prior to this first,
meeting. At the very least the instrudtor should know the student's first
nark, home toWn,, high school, number of brothers and sisters: ..1{nowledge..
of the-student's AFSG is also desirable. In 'a casual manner, the instruc-
tor should Share same of this information_about_each student, with the
group. ThiS procedure has the double impact,ofdemonstratingindividual
differences and of indicating to the Student.that the instructor cares
enough ab6ut ladra to treat him'ai an: individual.

.

Preparation for this exercise: A. The instructor should review
each new student's personnel folder before the first class meeting. He
shdruld note or record on the acquaintance register provided below. some
key'personal inforMation about'each of his new students. The specific. 1.

things to write down are indicated.by the columns of the form. There, is
alto a space provided for any additiongi notelidrthy infprthation about the
student. B.

to
instructor should survey these forms just before the

first class to identifY siMilarities and differences, among students. ,

:-

Procedures for this exercise:' Within the first session, the instruc-
tor will use the information on the acquaintance registers -for hit plass.
He shoUld share With his class some of the facts thathe:has recorded in
such a way that.he conveys,something about each student: In ordes-"td
acknowledge some of the similarities and differences among his students,
tneinstrdaor should note things they have in common or-that are unique
an6-ask for discussion about them.

.

Here are two 'examples of specific things the instructor might do!

'a). From hitredord the instructor, might note that two
students ate-frdi the same state or even:area. In an
attempt to-make his comtent meaningful to the two students,
Alemight say to -thud and the clasa."I_uncierStand'that j.Oe
'and Bill are frdm Southerh California.

[the instructor should point Jge

"You should find ColoradoVeathera pleasant change"

[or, the instructor might have said somethikg:that he knovs':
about Southern California that woi1d havel;shOWed his-'
interest].

t-'

b) The second way the instructor might share information is
to compare occupational specialties of class member-a. To
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Acquaintance Register

Use this form to gather key information about your students. If at all possible

a0 this before the first class meeting. Once you've got the Information, note

the similarities and differences shone your students.

, Name

I

4

.Hometown& School Family AFSC Other
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do this he might state the number of students in each of
the specialties represented in the class. lib couldo
this by writing them on the blackboard or by merely saying
them aloud.,,1n doing this he should indicate which stud-
ents are in the same specialties.

'5

Regardless of the specific content of this session the instructor-
should recognize each student and do it in such a way that is casual and

not appear "forced."

Wherecthe instructor generates interest or curiosity (in himself or
in his students) he should encourage the continuation of the conversation
for a reasonable period of time. This should be done especially where

student comme6ts_Eor questions occur.

In the event the instructor does not have personal information about
each of his students available before the first class meeting he will
have to start the acquain tance process' by getting the information from

the students themselves. Using the categories on the register he would
get the students to volunteer information about themselves in one or more
of the areas. .He would then proceed in the above instructions.

Remember your goal is to show your interest in the students and not

to be overbearing or artificial.

4. This Classroom Behavior Development *stem technique to be
used in the first session involves the instructor-in telling
the class something about himself. He should describe his

background, his career plans, his skills, interests, etc.
The instructor should recount his own experiences and diffi-
culties (if any) as he wept tram basic to technical train-
ing. The difference between the two settings and the
problems of adaptation that most students face should be

expressed. The students should feel as a result of this

disc
41

ion that the instructor knows about the pressures and
diff ties they will be facing. Moreover, this knowledge
should be paired with a willingness to help the student
cope and adjust to the new situation. The competing ex-

pectations of school versus squadron, concern over learning,
the new (for the students) freedom that the LC] system pro-
vides, and the pitfalls of being on your own should be

covered. Remember, the student has just come from basic
training where he was told when and 'how to do everything.
Technical school requires a good deal of independent

effort, self-control and motivation. The student has to

adjust to the' new "ground rules."

108



5. This sessiOnrShOuld end with reference to the next day's
4.1 session. ,The instructor may then wish to shift to more

technical orsubitantive issues and go on with his orien-
tation to the CL 's operation (e.g.,,equipment4peaks,

r-
etc.).

Session Two

A. This will occur on the second day-of classes (Thursday), during
the first hour and a half of the class ineeting.

_B. Goals of the session are to develop a psychological contract with
the students. Both students and instructor should develop a clear idea
what is expected of each other. A second goal is to get students to par-
ticipate and to be open about their own concerns; a certain amount of
trust must be developed.

C. Several techniques will be used for this session; these will
require a good deal of sensitivity, openness and personal understanding.

1. In a(group discussion format (with,chairs pulled into a
circle for ease of communication) fEeindtructor shares his
thoughts with the class. What doe0 the instructor expect
from his students- -what behavior attitudes or performances?
What can the instructor do to help the student meet'these
expectations? What information or actions can he produce
for the students? The importance of his acting as a pre-
liminary screening device for students prior tq exams is
an example of a "protective" role he can play. What kind
of obstacles does the Instructor know about that each
student will face? How grill squadron life relate to
learning? How can the instructor help? Finally, the
technical pmplexitias of the course should be acknowledged.
The instructor should think of the common problems students
have with course material (e.g., basic mathematics) and
cage up with sugges.tions for the students which may help
-their progress.

Specific instructions and forms to use for this Student Perception
exercise'are provided separately.

2: The instructor must get his students to express their state
of mind. This is likely to be,difficult to accomplish.
Remember, the students may have had no experience in speak-
ing out or giving their opinion. Or perhaps, if, in the
past one did give his point of view, he may have been

leashed.. at, or worse, actually punished'foi honestly saying

109

112
4



%O.

what he thinks. But it, is important for the instructor to
know exactly the feelings and perceptions of his students .

if he isto help them, particularly if he is to clear up
misconceptions, identifying students with little con ?idence
or those who otherwise need special. attention. Usually,

this-occurs in classes but it takes a long time, and by the
time it comes, it may be'too late since the processof dis-
satisfaction and poor morale has set too deeply.

Students should share their expectations, the goals they have for the

course and for themselves in the long run. The instructor should encour-

age positive comments,,specific realistic goals and attitudes which would
be good for learning. Again, great differences across students will
exist. The instructor at this point wants (a) the student to feed. he can
trust the class-and the instructor, and (b) the student to think in posi-
tive terms, in terms which will help him progress. For more information,
read through the Student Perception exercise.

3. Finally, students questions and reactions to the course
material, instruments,and procedures should be obtained.
During this session the instructor wants tmake the
learning task quite clear for everyone. What seems like
a simple-question for one person may be crucial for
course work improvement for others.' Sperid up to20
minutes in a group discussion to'be sure that all stu-
dents know what classroom performance is expected of.-
them.

#

Session Three

A. The nature of leadership in the classroom should be discussed

thoroughly. First, the Student's Manual for the Leadership Recognition
System (which the students will have read) should be reviewed. The def-

inition of classroom leadership, behavior should be raised, its importanqp
to creating a healthy learning environment must be stressed-, and the fact,

that it is an unlimited quantity that all people can manifest'in some

,degree must be made clear. Questions should be answered to the best of

the instructor's ability. .00-Leadership nomination procedures should be

covered so that the students are clear as to what they are to do in the

next (fourth) session). Please read the Instructor's Manual for the
Leadership Recognition System for more infOrmation about conducting this

session. Finally, it is very _impoOant for students to think about leader-

ship and set goals for themselves a to the nature and level of leadership

behavior they will engage in.

Students should be encouraged to approach the instructor at any time

to talk about any of the issues raised in the group discussions. This is

ON,



8

particularly true with regard to learning problems .r leadership behavior

issues. The last part of Session three calls or tudents to fill out

the Leadership Planning form.. It is shown on th-, ext page. Instructions

for using it are given on thesfollowing pages.

as/

I

O

.



Purpose: The aim of this exercise in session three is-to geVisiudents to think

about their classroom leadership behavior and to commit themselves to the

highest possible levels of effectiveness.

Preparation: You, the instructor, Should be very familiar with the Leadership

Recognition System and its goals. More specificplly, those behaviors

which could be used to characterize each of the dimensions of classroom

leadership discussed in Leadership Recognition System should be clearly

understood and recognized. Finally, you should go over the exercise

yourself beforehand to have a good "feel" for what the students are to do.

The exercise: Each Student will be given a Leadership Planning Form one of

which is on the next page. Usihg this form as a work sheet as you talk

to the entire class you will proceed thOttlzlOthe steps outlined below.

Be sure that all stmacnts are done with one stage before moving on to the .

next one. Answer questions as they are raised. by your students to the

,bcst of your ability.

Step 1: At the appropriate time in session three you are to pass out the

Leadership Planning Form. Explain to yopr.students that it has been

found that getting people to tlearly state their intentions as to how

they will behave in the future is important to actually getting that

behavior performed. The behavior of concern in this class is leadership.

Thus, the exercise is desist-4 to gct-peoplo.to commit themselves to showing

more leadership behavior than they have been doing in the past.

Step 2: The behaviors listed on the Letadership Recognition Form (which is in

the Student Manual) should be copied by the student6 in the spaces (marked

112) on the planning form. The ptudent can'abbreviate these behavior

descriptions if he wishes. pwwever, nil must be listed.

112
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Step 3: Because sane of the behaviors are more difficult than others to perform,

the student is to indicate Which ones he feeld he has more difficulty or

trouble with. He is to place a D (for difficult) in the space provided

next to the 4 behaviors that are comparatively speaking, harder for him.

Also, he should place an E (for easy) next to.the 4 behaviors which are

easier for him (again relatively, speaking) to perform. Note: the leader

behaviors may seem to all be easy or all diffiCult to the student. But

be must still make a relative judgment in step 3. Also, you might mark the

D and E code on a blackboard..

Step 4: Here the student is to indicate the amount or the extent to which he

does each of the behaviorp listed. After looking at each one, he is to

decide if he does that behavior a lot (every day); occasionally (once a

week) or rarely (once every two weeks) and place an L; 0 or R respectively,

whichever is appropriate. This should be done 1p all the behaviors listed.

Also, list the L, 0, R code on a blackboard.

Step 5: The student next looks at each of the behaviors and decides how

important, in his opinion, each one is to producing a.good learning situation-

in technical training. If a'behavior is very important he should place a VI

in the space provided. If it is only of some importance, SI,should be used

and if it is not felt to be important at all he shouldp]ace the letters

NI where appropriate. All behaviors should be judged.

When the student has completed Step 5 he has summarized his actions, and

feelings with respect to specific leadership behaviors in the classroom.

He has systematically thought about leadership and has described his own

situation. Now it is time to use this information in a way that will

promote more leadership behavior by each student.
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Step 6: At this point the instructor should ask each student tothink about

the leader behaviors which he has indidatedas providing some difficulty to

perform. He should choose one of these which he does not perform regularly

and which.he feels is of some importance to classroom effectiveness: Once

he has done this he should write this behavior, category down in the place

f."
provided next to "Key Behavioi-" of the form. Moreover, he should think

what he can do to increase the likelihodd that he will exhibit more of
.

this behavior..

Step 7:. With the_previous step completed, the student should write down what,

-actions he will take in the next two weeks. This should take the form

of a statement starting with "I will attempt to :.2." Furthermore, the

student should write out an example of the action (or actions) he will

try out. This should be as specific.as possible. For example: "Since

Joe and I have not been able to get along.I will improve this situation

by showing him in our next discussion that I still respect his viewpoint."

Step 8: The last thing each student is to do is.to indicate which person (or

persons) he will be relating to in trying to be a more effective leader.

This could include you, the instructor. To do this he should place. their

initials In the spot provided on the form.

For the most part, each student will have filled out his Leadership
Planning Form privately. He should keep it to remind,himself of what he
Said he could do and show it to others only if he wants to. This means
that you shouldInot insist on seeing the form. However, should he want
to'share it with you (e.g., during,the private feedback session for Leader-
ship Recognition System) you should be prepared to discuss it with him.
All of the preceding should be stated to the class when they finish fill-
ing out the form. Actually, if the student does wish to share his plans
with you it would provide an excellent basis for getting to understand
that student's point of view and for counseling that student to be even
more effective. But remember, although you might want to see the form,
it must be offered by'the student himself.
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a

b

e

f

b

(2) Behavior

LEADERSHIP PLANNING FORM
12

(1) Your Name

Date

(3) Difficulty (4) Amount ..(5) Importance
New

I

(6) Key Behavior:

(7) Actions to be
taken in next
two weeks:

OIL

' (8) Person or persons involved:
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Session Four

A. This will occur on the ninth clads day ancr-will also be in a
group format.

13

B. The goals for the session are to use the Classroom Leadership,
Recognition Form and to update what has been happening in the classroom.
This session should provide an opportunity to raise old-issues of concern
and to deal with new ones In a planned manner.

e. The activities for the session are as follows (again, arrange
the group in a circle).

1. First students should be instructed to fill.out the Class-
room Leadership Recognition Form. They should be reminded
that they must nominate three-persons but that they may
nominate more if people have behaved in ways defined as
leadership. They should be careful to write down the in-
cident(s) on which they are making their judgments. This
will be, very important to tkeperson receiving the forms.
When this is done All forms passed out must be collected
before discussion continues. For more detail, see the
Instructors Manual for the Leadership Recognition System.

2.. The group should focus on what has happened to the "agree-
ments" or "psychological contract" over the Dast days.
Have expectations been_met, have they been violated, have
they changed? Students should be encouraged to express
what they feel about the class operations, its atmosphere,
the work load and the attitudes and behavior of oihers.
The instructor must encourage honesty, yet he cannot let
the discussion break down into personal animosity.
General concerns should be raised; specific problems or
conflicts should be dealt with privately. The students
should feel that there is again a clear understanding
Among all members.

3. The last part of this discussion will deal with observed
differences (if any.) in class learning. The instructor
should synthesize the problems he sees as common to at
least some of the class. Again, if mathematics is alrob-
lem it should be brought up. Students may also raise
issues missed by the Training Instructor. The class and
instructor should discuss and come up with strategies or
ways of dealing with these problems. Air Force ATC regu-
lations should be observed, but student ideas should be
adopted wherever possible. Some material or certain con-
cepts could be reviewed'at this time. However) future
periods should be scheduled as needed to cover the material
in question.
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Session Five

A. 'This.session will
on the day after Classroom
i.e., the tenth class day.

14
iY

be an interview held privately with each student
Leadership Recognition'Forms are completed,

B. The goal will be to feed back the results of the recognition
forms to the, student in such a way as to recognize and maintain present'

leadership behavior aid generate motivation and interest. in effective

leadership among all stftdents.

C. The activity of this Classroom Behavior Development System

session will be quite similar to that which is involved in an appraisal
interview. According to the instructions in the Leadership Recognition
System booklet, the instructor should review and tally the CLRP's for
each student. The incidents recorded should be evaluated, the student
involved 'should be considered tefore having a private, counseling-like

session with the student. These discusiions should be carried out for

all students during a given day. The A6Scussion should focus on the
student's judgments and should be designed to enhance the student's moti-

vation to behave as a leader. For those students receiving few or no
nominations, special care must be provided to eliminate the possibility
that the student would become hostile, resigned or otherwise disruptive.
Here the instructor should focus on'ways of behaving that would be
recognized as leadership. Thus, the Training Instructor becomes a helper

or counselor rather than a judge. The instructor should keep his opinions

,,,tó a minimum and instead rely on the examples generated by the class to

,guide the infrequently nominated student. Personal growth and a positive

attitude should be stressed. See the Leadership Recognition Systed

Instructor's Manual for further infainma

Session Six

A. This should occur two days after the private feedback MeetingS

have been held (about the 12th class day).

B.- Goals for this session are to review what students felt were
examples of good leadership, to generate other incidents which could be
used and to set goalS for even better performance for the class as alp

group.
'14

1

C. The activities of this session will be done in a group with two
or three student volunteer& to help cut -tie illustrations of, leadership.

1. First, students should be asked to give examples of what
they consider to be effective classroom leadership. As

much information leading up to the example behavior should'
be given and what specifically impressed the student should
be determined.
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2. The instructor should select (beforehand if possible) two
or three leadership incidents and should have the student's
re- enact them. The instructor should point out the im-
portance of a person's peiceptions and how a given behavior
can be interpreted in a different way.--The instructor
should demonstrate the different reactions that could be
expected if only small aspects of the situation wer,.
changed--students could see a good incident become perceived
as a poor one. The Training Instructor should offer his
general comments and observations'on leadership behaviors
in the class; he should offer support for them as well.

3. Following the demonstration and re-enactment of leadership
incidents that have taken place in the classroom, the in-
structor should select three students to participate in an
Action Learning case. The case illustrates some of the
difficulties in developing and maintaining effective leader-
ship in the classroom. Instructions for the participanti
and observers are available separately.

.4. The class and the instructor should set gOals for the grOup
with regard to leadership. Certain classes of behavior
should be encouraged; agreement on and commitment to. acting
in an effective manner should' be gotten from all students.
A group perspective should be maintained.

5. Last; classroom performance (progress) should be reviewed.
The instructor can spend the amount of time necessary to
review how well learning has taken place for,the group as
a whole. High performing students may be singled out for
special recognition at this time. If common problems in
a technical area persist, a strategy could be developed to
deal with it.

Session Seven

15

1
A. This session takes place on the 19th'ciass day, and is identical

with session four. The session comprises readministration of the Class-
room Leadership Recognition,Forms, and offers the students a chance to
recognize changes in tHe classroom leadership effectiveness of their,
peers. Please turn to the Instructor's Manual for the Leadership Redog-
nition System for further information about collecting the nominations;

Also) turn back to session four in this manual, page 10, to
review other procedures for this session. Session seven should contain
all the same activities as session four.
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Session Eight
/".

A. On the 20th day of class, you should hold private interviews with

each of.your students to give them their recognition nominations and to

discuss changes in the effectiveness of their classroom leadership during

the previous two weeks. Suggestions for conducting these discussions are

found in the Instructor's Manual for the Leadership Recognition System.
9 s'

16

Session Nine

', A. This session is a group discussion which should be held on the

25th day of class.

B. Its purpose is to summarize the experiences of the class members

as they've worked through the exercises in the Classroom Behavior Develop-

ment System. Since the system has been intended and designed to have its

major impact during the initial weeks of technical training and to develop

the attitudes and motivations of trainees as they leave basic training

and enter career fields, this session should serve to bring together the

student's experiencesin the Classroom and summarize the impact.of the

system. This session marks the formal end of exercises comprising the

system, but you are" free to continue any aspects of the system that you

and your students find valuable.

C. You,should first announce t at this is the final session scheduled

sunder the Classroom Behavior Develo nent System. Next, announce the,pur-

,POse of thid.session, as outlined above.

Appoint someone to make some notes on the discussion. The notes

should be collected, and will be used in evaluating the system.

The first, part of the discussion should be directed toward the

learning climate in the classroom. Discuss the activities and events that

helped learning, and also the barriefs and forces that hindered it.

1/4

The other part of the discussion should foads on the elements of

the system. Specifically, you should seek student'sk'opinions on which

exercises were the,most helpful and the least helpful. Also, seek sugges-

tions for changes that could bettmade.

Finally, discuss-the behavior development activities that, students

would like to,undertake during the remaining weeks of the course.

119
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Introduction sr-

During the next five, weeks, you will beparticipating in the
-Classroom Behavior Development System. This manual presents the pur-
poses of the system and, outlines the activities that you and your class-

,' ..mateSIrill undertake-. Because the -U. S. Air Force-is concerned with
.developing your skills and personal effectiveness, various approaches
to the learning,process are being evaluated. The Classroom Beha.yior

' DeVelopMent SYsem is one -of these systems..

In collaboration vith teen-deal training instructors and students,
the Classroom Behavior .Development- Sy -stem has been designed- to- farilitatc
/earning And to generate high morale by increasing the amount and
quality of student and instructor' contact. Increased student motivation
is .also desired. Discussions.VetWeen you and your instructor are the
basic tactic used in this system. The discussiOn sessions are to be
carried,:out in aft,atmosphere of mutual cooperation and. 'support.
'Classrooms Piehavior pevelopment System ,stresseS. the importance of
qeaderShip:in the classroom, -leadership which hrings about a healthy "

learning, situation. As a student , ;You ere expected to use ,your time
in a productive way. You should aaquire.neW skills anti uevtlonxinto

a responsible-and. effectiye member of a team. The discussion 'sessions
the.behavior expe-...ted of you, and the class exercises are all designed '

to Provide yuu withthe skills needed to he an effective airman. -

° _,-

The.i)roizram

Below

.

is=an'o'stline of the various sessions: in the ClassrooM
Behavior Development System as they will occur duringthe first five

. weeks of technical training. A brief description of each session is
.teaoix with,instru",ctions as to what-you will be-expected to, do

and what you 'shcdra learn as IL result. Yore information will. be
prbvided at the time -of the ectual sessions.. If you'live questiptis :
your instructor can 'always help you. Your classmites 'may 'also have

-' information you teed-.

Session -One. . .
...:

.-.,.:. `,..-

Th is "occurs on:'-the first daii of Class,. Thi,t is where YOU are.%
,-.: .....,.-

introduced -to tf.....-:system The. inst*ictor" will -el..l. you, about the
Classroom Behavior Development' Syst-em.tuid. now it workS. He,...W.1.34:','-utres0

the-itportanCE of *ceirit; cooRcratir 1.4,,th' one .anotberand of honesty -:-
arid...trustworthiness in your dealings with peciple .yoU encounter in -,
technical trainink". Ne wial !mice it,eloar that mutual +dspect will-be

.,,.the key -to positive attituderniind student learning. You should think
about thes6 p,...ints an-, ask yo'urscif whet they-rean to 'you end what,.,, want
you 'can do, -tc help develop n good let...ening:situation. ..-..-

. ,
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The instructor will go over this booklet with you and spend time
on several of its sectiond. You should realize that this overview is
only an introduction. You will always have a copy of this manual to
remind you of the various parts of the Program and to learn about it
'more completely.

_

Your instructor will point out the fact that you are all somewhat
different in what you believe,and what you want from life. This
means that you should not be surprised if a classmate does not agree
with you or -see things as you do. You both have a right to hold your
beliefs but you need to realize that a smooth working ,relationship
should still lot possible in order-to produce a- good- learning situation:
Mutual respect and acceptance should be developed_as you help one
another work through technical training. The instructor will intro-
duce you to your classmates end give some background information to
the class on each student. He has taken the time to do this because,
he believes that you are all individuals and should be treated that way
This may alap show that while you all may have come from various
places, you do have many things n common.

After the general introduction, the instructor will tell you soffie-
thing about himself. Re, will probably describe his background, career
plans and interests. He'll also share some of the problems he has
faced or knows you will face in technical training. AV you listen to
him you should realize that he has a good deal of information to help
you learn: it should also be clear that the instructor was being open
and trusting toward you and that you should behaVe in a similar tray.

--As he talks, consider that you may be- following a career path similar
to his.

Finally, your instructor will turn to some of the important facts
about the classroom end the actual operation of the course. Be sure
to ask him ouestions as they occur to you. Remember, his job is to
help you learn.

SessiOn Two.
,411 1,

_40"The second session will occur on the second day of classes.
-

There will be three parts to this period which will involve the following:

"-A. The.instructor will Rather the class for a group discussion
session. During this discussion he will tell you how he caaiRelo
you in your learning. He will try to be specific about his skills

. and the information .he has. he'll also tell you about problems some -

students have in adjusting to technical training. During this time
you should ask yourself what specific information might be helrful
to you. Perhaps something is bothering you already. He would like
to know this. As be dwks this he 'ill try to make clear to you what
he expects of you: -your behavior, your effort and your level'of
pdrformance. _4'eAphers always want their students to do well; he wants
to make sure that you know what he means.
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B. You and your classmsles will privately talk among yourselves
to decide, that you want from your instructor. This will taLe. place

in an exercise called the Student Perception exercise developed for

this purpose. The exercise the baqk'of this booklet so be sure

that you, read it over before the ,second session. This exercise is

designed to get you to consider how you,feel about technical training,
--about yourself, and about the instructor. You may be surprised, to

find that other students have similar concerns or problems. As you

go through the exercise, you and your classmates will have to spell
out your thinking and make it clear to the instructor what you expect
from him and how he can help&all of you get this. It is possible

you will consider what you want to get out of training, out of the
Air Force, or out of life in general. You may wish to see how the

instructorreact steyour-thinking. Themoreinformation yougive-
into the group discussion, the more accurately the instructor will
understand, how you feel and how you think. Only .then can he best

help you.

C. After the Student Perception exercise has been completed,
you should be sure to ask any ouestions dealing with technical
materials, equipment', etc. that have been on your mind., Row is the
time to raise any issues that you need to know about to do the
projects ahead of you.

Session Three.

,This session will occur on the third day of class. Themain
focus of this group discussion will be on leadership in the classroom.
Time will be devoted to defining what behaviors can be considered as
effective classroom leadership and how those behaviorl'are important
to learning. A system of Leadership Recognition will be introduced.
The Leadership Recognition System is outlined for you at the end of

this booklet. Please be sure that you read it before the third

session. .

To maximize positive classroom leadership behavior, each of you
will be asked to plan what you will do to strengthen your leadership
skills. Specifically you should decide-which leadership behaviors you
will perform during the school day. Also, you should set goals for

yourself about learnino and leading. To help you do this, your

instructor give you a leadership behavior exercise.

Session Four.

This will take place on the ninth day of class. Two primary

activities will occur at this time. First, you will be asked to

fill out a Classroom Leadership Recognition Form'for those classmates
whom you feel showed effective classroom leadership during training.
You must recognize at least three people who acted as leaders, but
you can fill out a form On as rany others as you think deserve -it
_(not Counting yourself). 'Please be thoughtful about this. Ask

yourself 'who showed effective leadership behaviors? You will be

asked to write down the examnle(s) or incident(S) thpt made you

123
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nominate a person. The p ocedures for recognizing effective leadership
are covered in the back part of this manual.

The second pert of the fourth session will look at what has
happened to the "agreements" or the "learning contract" developed in
the Student Perception exercise. Have you been doing what was expected`
of you? Has the class? What about the instructor? Pas he let you
down? How do you feel your learning has been going? These and other
questions will be raised. When the group is done, any problems or
issues that have been bothering you should have been "pUt on the table"
and cleared up. You have to help make this discussion worthwhile by
your participation, honesty, and helpfulness.

Finally, the discussion will turn to any technical material or
problems -that-are-affecting more- than one student. If- there --are-
none, fine. If you'and others are having trouble with the same part
of the course material, you and your instructor should comd,up with
a way to deal with it. What can the instructor do to help all of
you? Perhaps some special instruction would, help. What can you. do
to help yourself? Maybe just watching a demonstration would be
useful. In any event, you and your instructor should discuss these
learning problems and come up With solutions that you all can work on.

Session Five.

This will occur on.the tenth day of class. The instructor will
meet with you privately. He will ahoc you the results of the class
judgments of leadership. During this period he will givegyou all
the Classroom Letdership Recognition Forms that you received from
the class. The instructor will help interpret these forms and
discuss with you your reactions to them.

It will be important to look at-the examples of leadership
behavior that other students tave written about you. This will show
what you did that wadvilwed as effective leadership.

Some of you will receive many recognition forms. Congratulations!
Perhaps you may try out new leadership behaviors. Some of you may
receive few or even no recognition forms. Your job will be to work
with your instructor to find out-what you should be doing to be
considered as an effective classroom leader. Don't be discouraged..
If you have spent some effort, what is it that you are doing that
prevents it from being recognized? Your instructor can help you here.
He will serve as a counselor if you vent, and will help you to increase'
the chance thtt,you will receive recognition in,the,future. In the
Leadership Recognition Systems it is possible for all people to be
effective leaders.

Session Six.

This will occur about the 12th1day of class. In a group Ads-
.

cussion you and your classmates should review the behaviors that were
frequently recognized as effective leadership in your class. More
specifically, you all should try to describc and discuss the ex apples
and incidents you received on the Classroom Leadership Recognition form

12)4



Your instructor will then coordinate an exercise designed to
..illustrate-some-jeaderShip incidents. He-will give you more informa-

tion about this during the session. The goals of the exercise are to

show you how easy it is for a given leadership behavior to be mis-
understood and not recognized. lie all have the problem of accurately
knowing "what someone is up to." Acting as a leader is not easy; it

is not a one way street. The person you are trying to help must
accept your help. Otherwise he may not like it Or recognize it as

leadership. This exercise will show the importance of what we think

and how we see the situation. When the exercise if completed, you
will have a still better idea of how to be an effective leader. Also,

since this exercise uses -some students to act out incidents, you may
be asked to gelp out the instructor in this way. Give him all your
support.

At the end of the exercise, you and your fellow students should,
discuss how you can increase the effectiveness of each's leadership.
You should specify where and what kipa of behaviors you will perform
in the coming days. The instructor will help you to do this because
his goal is to get all of you to be recognized as effective classroom

leaders. He will have specific,suggestions on how to do this.

Session Seven.

This Will occur on the 19th Class day. It involves another
administration or the, Classroom Leadership Recognition Forms. Since

you will have gone through this before, you will be very familiar with
what'to do.

Session Fight.

This will occur on the 20th class day. You and your classmates

will privately get back the results of the class judgments on leader-
ship. As before the instructor will help you interpret the forms that
you receive. You can also contrast the judgments that you received
with what you expected to get and plan for classroom behavior in the
future. As always, your instructor i, there to help you.

Session Nine.

This will occur on the'25th day of classes. The purpose for this

group discussion will be to summarize your reactions to the Classroom

Behavior Development System. Your opinions, attitudes and suggestions
will be gathered and combined with those of your clas$mates and

instructors. This period then serves as a summary point as to how
the system has worked. This discussion is the chance to see how well

the objectives have been met.
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Purposes of-the Leadership Recognition System

the Leadership Recognition Syttem7Bas bri7dvis.ed
to :

of Recognize effective leadership in the
technical training classroom.

o Aid the development of your leadership
skills.

o Contribute to the growth of the whole man- -
to yolir growth as an effective airman,

ThiS.manual is provided to explain to you the

goal's and operations of the Leadership Recognition,

System (LRS). Please read it carefully, direct any

questions you may'have to your technical instructor.

Keep this manual and refer to it whenever you wish

to review the operation of the LRS.

127_
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`4ntroduction

2

Leadership in the classAom involve° key behaviors which

contribute to maximum learning, which develop positive attitudes

and morale, and which support student effort and motivation.

Extensive research has identified and defined important class-

room leadership behavidors. The Leadership Recognition System

provides you with a clear understanding of classroom leadership

and offers a system of gathering information that will let you

know about your leadership behaviors in the classroom. It will:

help you develop your leadership skills.

Study the definition and examples of effective classroom

leadership shown in this manual. Then, later in this course,

you will be asked to nominate your classmates to recognize their

effective leadership. Nominations will be made on the Classroom

Leadership Recognition Form, and properly completed sample copies

of it are shown in this manual.

Be sure to study the definition of leadership very carefully,

because effective classroom leadership may be different from

effective leadership in other settings.

I V
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What, is Effective Leadership in the Clazsroon?

The good classroom leader may:

o Show support of other people's behaviors.

o Show concern and respect for the needs and "feelings

of others.

o Treat people like individuals..,

o Help others solve problems.

/

o Encourage others and praise their accomplishments.

o Initiate friendships with others.

o Increase the "togetherness" and pride of the class.

o Help others accomplish training goals of the class.

make this more specific, several examples are shown next.

goal is to watch for instances of leadership like these:,

Example 1.

Airman '')C realized that some of the students could not keep

up with the instructor - so he asked the instructor to.go

over the beginning of the block instead of going on to nela

material.

Example 2.

A group, nt dowp to the orderly room to give blood. One

guy took charge and made a head count and controlled some,/

guys from screwing around by telling them that the sooner

we got finished, the more free time we would have left.

129

132

tr,



Example 3.

Airman X had to work very hard to finish his projects
before the end of the time scheduled for the block.
Airman Y asked if he could help explain anything.

Example 4.

Aftei trying for a long time to uncross some of his wires,
Airman X finally got his circuit to work. Airman Y told
him that he was an O.K. dude for not quitting and for
keeping his cool. .0

Example 5.

Airman X saw that Airman Y was having problems with the
oscilloscope.-..Airman X showed him how to work it instead
of criticizing him for what he did wrong. Airman X told
him that he didn't mind helping because it takes time to
get it together in electronics.

Example 6.

Airman X helped to increase the feeling of togetherness
of the class by getting to know each and every member.

These examples illustrate some aspects of leadership in

the classroom. Watch for these and more. You will be

using the Classroom Leadership Recognition Form to

nominate and recognize fellow-classmates, and you will

need to report specific examples of their leadership

behavior.

The next page shows a sample of the Classroom Leadership

Recognition Form. Read it carefully.

130
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Classroom Leadership Recognition Form

3-

On this page, you are to identify a member of your fundamentals
electronics class whom you'recognize as a good leader. This
recognition should be based on what that person has done during
the past two weeks during the training day (classroom, breaks).
The first thing you should do is read the following list of
behaviors that define good classroom leadership.

-The good leader may:

o

.

Show support of other people's behaviors.
o Show-concern bud-respect-for-the-needs at,d- feeiiags

of others.
o Treat people like individuals.'
o Help others solve problems.
o Encourage others and praise their accomplishments.
o Initiate friendships with others.
o Increase the "togetherness" and pride Of the class.
o Help otherstecomplish training goals of the class.

Now, do two things. First, write the name of the person whom
you recognize as a leader in the space below.

A leader I recognite.is:

Second, provide your justification for nominating this person.
Write out what this person did that makes you recognize him as
a leader.

ti

This leader did the following (use only one page):

131
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The next six pages show samples of good classroom leadership in a tech-

nical training course. Try to think of lyther examples of effective

leadership as you read these samples.
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Classroom,Leaderihip Recognition Form ."N"--`

On this page, you are to identify a member of your fundamotals
-electronics class whom you recognize as a good leader. This
recognition should be biised on what that person has done during -,

the past two weeks-durin the training day (classroom, breaks).
The first thing you should do is read the following list of
behaviors that define good classroom leadership. uks

' The good leader may:

o ;Show support of other people's behaviors. .

o Show concern and respect for the needs and feelings
of-others.

o Treat people like individuals.
o Help others solve problems.
o Encourage others and praise their accomplishments.
o Initiate friendships with others.
o Increase the "togetherness" and pride of :the Class'.'
,o Help others accomplish training goals of thelass.-

How, do two,things. FiluV, write the name of the person whom ..,
yourrecognize as a leader in the space below.

A leader I recognize is:

GeoAge Washington

Second, provide your juSification for nominating tills pelson.
Write out what this pegon did that makes you recognize him-
as a leader.

This leader did the following (use only one page):

1 Kw !ring tuubte keeping up with the

mateAiat so Ge.0/1.0 asked the instAucton. to

go overt the beginning o6 the back instead 46

gbing on to new mateniae. Atso, he hetped

me Oa wade in what 1 am tea/Ening.

133,
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OlaittmNxaCteaderEthipH cognition Form
,;': -:, . ,

' ,
.

---,:; -':' - .: ._ , 4 . , ,
On this page, you are tcc identify a member of your l'Unclamentals

electronics class Whom iou.recognize as a good leader. ',This
recognition shoul0e based on what that person has done dUring
the pasetwciweekl-durinz the, training day. (classroom, breaks).
The first thing yeu,ShOUld cio is read the following list of

behaviorss-that define geodelasaroom,leadership.
,,

\ . T*e good leader may:,
,

o Show support-orothe People's,bebaviorS: . .

o .
Show concern and resPeatfor_the needs-and pclings
of others. , :- -

.

o Treat people like individuals.
o Help others solVbproblems, , . .,.

& ..t-. ,.,:._ . .

o Encourage others and praise their accompl'i'shments.

o Initiate ,friendshipi with,others.-.:' .
..,..

o Increase the "togethernetel,and,pri4e of theeldis.-

o Help others accomplish training goals of':_tWeless.
1 Y-- -'" '

.
.

,,;,: ; ,.-

How,.do tw, things. First; writethe nate of the Person whom
you recognize as a leader in the -space below.

.

A 'leader trecogniie is v,-

Johdkdatiii: .

..

,_,

Second, provide yonr.OEstification fol-liftinating this perdOn.
-

Write out what this person did,that..mekes you recognize hiin

as a leader. ,,,.
- .,-,

.,..

.,,

,.. - ,.

This leader did the fp116Wing (useonli:one pagelr,
--, , -:,
.:,.

c.o!,.1.6.0,e2c.4..4orneguy.fA0D0,4axewii.ng audne
,

11 itteing twVatl'.the 600peA.-4-got

11.1n4he4 .the moite444.4inte we wouli444;-
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Classroom,Leadership Recognition Form

.

J -

-OntbiS page, you 'are to identify a meMber Of your furidametitals
electronics class whom you recognize as a good leader. This
recognition should be based on what that person has done during
the past two weeks during the training day (classroom, breaks).
The first thing you should do is read the following list of-
behaviors that'define good classroom leadership.

The good leader may

o Show support of other people's behaviors.
o Show concern and respect for the needs and feelings

of others.
o Treat people like individuals.
o Help others solve problems.
o Encourage others and praise their accomplishments..:
o Initiate friendships with others.
o Increase the "togetherness" and pride of the class.

Help others accomplish training goals of the class.

Now, do two things. First, write the name of the person whom
you recognize as a leer the,space below.

A leader I recognize is:,.

TOm jeaeloon

Second, provide your justification for nominating this person.
Write out what this person did that makes you recognize him,
as a leader.

This leader did the following (use only one page):

A-guy um6 way behind in tliying .to iiinizh

up a btoek on time and Tom caked .415 he

.coed hetp'out and explain anything.

17,



Classroom Leadership Recognition Form

fte

On this page, you are, to identify a member of your fundamentals
electronics class whom you recognize as a good leader. This
recognition should be based on what that person has done during
the past two weeks during the training day (classroom, breaks).
The first thing you should do is read the following list of
behaviors that define good classroom leadership.

I

The good leader may:

o Show support otother,people's behaviors.
o Show concern and respect for the needs and feelings

of others. -

o Treat people like individuals.
o Help others solve problems.
o Encourage others and praise their accomplishments.
o Initiate friendships with others.
o Increase the "togetherness" and pride of the class.'
o Help others accomplish training goals of the class.

Nov, do two things. First, write the name of the person whom
you recognize as a leader in the space below.

A leader I recognize is:

141/

Jim gadison

Second, .pro ide your justification for nominating this person. ,

Write out hat this person-did'that makes youprecognfze him *
as a leader..

This leader did the followintOuse only one page):'

rwordzed on a ciAmit On a tong time,

getting dome wirtet-stAaight, and got U

o ay4k. Jim tad me,I mean O.K. dude

tion not quitting and keeping my coot.
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Classroom Leadership Recognition-Form

On this page, you are to identify a member,of your fundamentals
electronics class whom you recognize as a good leader., This
recognition should be based on what that person has done during
the past two weeks during the training day (classroom, breaks).
The first thing you should do is read the following list of
behaviors that defirie good classroom leadership.

.

The gOod leader may:
M1

o Show support of other people's behaviors.
, o Show concern and respect for the needsand feelings

of others.
o Treat people like individuals.
o Help others solve problems.
o Encourage others and praise their accomplishments.
o Initiate friendships with others.
o Increase the "togetherness" and pride of the class.
o Help others accomplish training goals of the class.

Now, do two things. First, write the name of the peon whom
you recognize as a leader in the space below.

A leader I recognize is:

John Monroe

Second, provide your justification for nominating this person.
Write out what this person did that makes you recognize'him
as a leader,

This leaner did the following (use only one page):

AgagutatihavA,ny a ou frthe o4 u6Cupe

and John 4howed him howl to wank it and didn't

ekitieize him Oa whaehe did tu/wng. He said he

didn't mind hetping beeau,se'it takes time to get

tog ether fin etectkom4 e5.
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Classroom Leidership Recognition For

On this iiage,. you are to identify a member of your fundamentals

electronics-class whom-you recognize as sic:aid-leader. This
recognition should be based on what that perspn has done during
the past two reeks-during the training day (classroom; breaks).

'The first thing you should do is read the following list of
behaviors that define good classroom leadership.

The good leader may:

o 'Show support of othei people's behaviors.
o Show concern and respect for the needs and feelings ,

others:
o Treet people like individuals.
o Hgip others solve problems.
o Encourage others and praise their accomplishments.-
o Initiate friendships with others.
o Increase the 'Ytogetherness" and pride of the class.
o Help others accomplish training goals of the class.

How, do two things. Firstv.write the name of the person whom
you recognize as a leader in the space below.

4 A leader I recognize is:

Andy Jackzon

Second, provide your justification for nominating thii person.
Write out what this person did that makes you recognize him
as a leader.

This leader did the following '(use only one page):

--:itaryiimeimutt6-tiluttat7thg-6eetam

togethenness .6n out class by Otting

to know each and army one o4 us

jotAsonattif.
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Using the Classroom Leadership Recognition Forms

At least twice during this course, your instructor will -give you

copies of the Classrobm Leadership Recognition'Form to fill out.

You will be given enough copies of it so that, if everyone of your

classmates demonstrated effective classroom leadership, you could

recognize each one.,

You will be-asked to nominate at least 3 of your classmates, so

be Alert for instances of good leadership. It would be a good

idea to jot down a note right away to serve as a reminder when

yoU're asked to make nominations.

Try to be specific and complete in describing the things that the

pers'on did that made you recognize him as a leader. To report

simply, "He was friendly" is not specific nor complete. Describe

-what actually happened that led you to say he was friendly and

to nominate him.

When the nominations have been made, your instructor will collect

them, sort them out and read them, and the next day will give them

to the people who are recognized. Some students will receive

many recognition forms, while others may receive only 1 or 2 (or

none), You may get none; that is no one felt you behaved as a

leader (regardless of how effective you feel you are), Or its

possible to get recognition formS from each member of the class.

The nomination forms (or lack of them) will help you to learn

P

about what behaviors the peopleln,your classroom respea

effective leadership,
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Leadership Standing and Development

On'the day following collection of the' nominations, your instructor*.

will have a brief discussion with you. First, he will report the

number of nominations you received and will give you your nominations

to read and.to keep.. Next, you and he will discuss the reports of

your leader'Ship in the classroom and also how closely your leader-

ship fits the definition of classroom leadership. You'll have a

chance to describe what you've done that constitutes leadership,

whether or not others have recognized it. Finally, you willAbe

able to set some goals with your instructor about-things you can

do in t p,coming weeks to improve and develop your leadership skills.

There vill.be no public posting of leadership standing. The purpose

of the Leadership Recognition System is to recognize and develop

the leadership of every student, not, just the top performers. All

discussions of-leadership standing and development will be

confidential between you and your instructor. He is,there to

serve as a coach, to help you develop your skills.

Recognition of leadership. in IBS has no direct impact on course

grades. Rather, recogniticn is given in addition to regular class-

room performance information.

Why recognize leadership? It has been shown that a good way of

developing and maintaining leadership is to be sure that each

person knows when, where, and under what circumstancipothers sa

he is effective. The Leadership Recognition system seeks to:

provide you with such inforMation. You can then be in a better,

position to plan your on development.

140
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Classroom Behavior Development System

Field tryout: The Classroom Behavior Development System is being evalu-

ated for potential adopt n in all appropriate technical training courses.

The Classroom Behavior Development System has been devised to facilitate

the development of leadership skills in the classroom. Its effects on

leadership behaviors in the classroom, attitudes toward training, block

exam performance, and self-paced speed are being evaluated. The field

tryout consists of implementing Classroom Behavior Developing System as

detailed in the Instructor's Manuals, and monitoring attitudes and per-

formance on a weekly basis.

Questions on the operation of Classroom Behavior Development System or

the conduct of the field tryout shOuld be addressed to 2Lt. D. Shipman

or 2Lt. R. Noblitt at, phone 43$5, the Human Resources Laboratory, LAFB.

Your opinions on the strengths and weaknesses of Classroom Behavior

Development System will be sought at the conclusion of the field tryout.

M..

Cr
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Purposes of the Leadership Recognition System

The Leadership Recognition System has been devised to:

o Recognize effective leadership in the technical
training classroom.

-o Aid the development of trainee's leadership
skills.

o Contribute to the growth of the whole man, the
effective airman.

4

T
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Sequence of Activities

1. Briefing-of instructors ,and other course personnel.

2. First day of class: Briefing of trainees--distributirig Trainee's

LRS Manual, defining classroom leadership, discussing the purposes

of LRS, reviewing the Classroom Leadership Recognition Form, and

reporting leadership standing, describing observed behaviors, and

planning Leadership development.

3. Ninth day of class: Distribute copies of the Classroom Leadership

Recognition Form. Each trainee must complete at least 3 nomina-

tions as he wishes (except he may not nominate himself). The

cpmpleted nomination forms are collected and reviewed by the,in-

structor. The number of nominations each trainee receives is

reported on' the Recognition Summary Record.

4, Tenth day of Class: Leadership Standing and Development discussions

are held individually with each trainee. The Classroom Leadership

Recognition Forms are distributed to trainbekreceiving nominations,

and individual coaching sessions are held.

5. Nineteenth day of class Csame as nintli718)---D----,y:isti'ibute

copies of the Classroom Leadership Recognition Form. Each trainee

must complete at least 3 nominations, and may make as many nomina-
.-....

tions as he wishes (except he may not nominate himself). The cm-
,

pleted nomination forms are collectea and reviewed by the instructor.

The number of nominations each trainee receives is reported on the

Recognition Summary Record,

1.45
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6. Twentieth day'of class(same as tenth day):' Leadership Standing
: .

and Development discussions are held individually with each trainee.

The Classroom Leadership Recognition Forms are distributed to
./

trainees,receiving nominations, arld.individual coaching sessions

are held:

7. Additional repetitions of the cycle of collecting nominations and

holding coaching sessions can be done at the discretion of each

instructor. LRS is intended to have a major impact early in the

course, but maybe extended. if desired.

U

I
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Guide for Briefing Trainees about LBS

This briefing should be held'as soon as possible after theAtrainee enters

his classroom for the first time. ;Ideally, all trainees in'the same

classroom will rdceive their orientation, receive this briefifig, and

begin. their course assignments together as a group at the same time.

Trainees entering the course ai,other times should be given ipdividual

4riefings.

Introduce the Leadership Recognition System in the following way:

1. "In 'addition' to the particular job skill's you will learn
. .

. .
.

.

. .. .

during technical training, we willadevote come time .Co

leadership: Specifically, during the next several weeks
8

wewill participate in the Leadership Recognition System

as,b. means of identifying effective leadership in this

classroom. The purposes of the Ltadership Recognition

System are to:

1 iecognize effective.leaderihp in the technical

'training, classroom, .'

2., aid in the development of leaderghip skills,, and

.

.3 .contribute to the growth of the who3e man - -to

your growth as an effective ai4mwv.I'
. ,

or

2. Make sure each student has read his copy of "LeaderghiP

Recognition System, Trainee%s Manual." :It was distrA4ed.

as part of the manual for the CBDS.



3. After'everyone has reviewed the manual:

- -discuss the definition and examples of effective class-
room leadership;

- -review the Classroom Leadership Recognition Form, draw-
ing especiarattention to the need to report a specific
incident to justify nominations and the other procedures
related to making nominations;

--announce that the first round of nominations will Luke
place in about two weeks;

--point out that each trainee must nominate at least
three of his classmates, and that he may nominate
other, additional effective leaders2in his class;

- -suggest that each trainee,be especially alert for n
stances of leadershipl'and that he jot down a note as
a remainder for when the nominations are made;

- -outline the procedures for !the Leadership Standing and

Develdpment discussions like this "'After the nomina-
tions have been made and collected, I'll sort them out
and review each one. ple next day I'll meet separately
with each of you to let you know your leadership stand
ing and to discuss your.leadersbarin the classroom.
The idea is to help you find ,out about your leadership
'skills and to develop them."

--ask: "What questions do you have?"

4. Answer any questions that arise as well as AU can..

Thefollowinginformation may be helpful-:

o , The Clasdroom Leadership Recognition Form is completed
by trainees -only; the instructor makes no nominations.

o The instructor,aerves as a coach, helping trainees to
develop,their leadership skills, especially trainees
who receive few (or no) nominations.

.o Rebognition of leadership'-has no direct impact on
course grades. Rather, recognition is given in
addition to the regular classroom performance in- .

formation.
o

148 ,
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o Nominations on the Classroom Leadership Recognition
4 -Form should cover leadership observed during the 7

training clay only. While leadership in the squad-
ron is highly desirable, this system is intended to
recognize leadership in thevclassroom.

o Nominations will be made on the 9th and 19th- days
of class. 'Recognition of leadership standing and
leadership development discussions will be held on

the 10th and 20th class days.

o ,No public posting of leadership recognition will be

made. The emphasis here is'on recognizing (and devel-
,-. aping) the leadership of all trainees, not just. the

:App-performers:

o The he nominations

to assist in coaching trainees and to assist in evalu-

ating the LRS.
/)

o The Leadership Recognition System has been devised
a-

to achieve ,the purposes announced in the Trainee's

.Manual: Recognize effective classroom leadership;
aid in 'developing leadership skills; and contribute
to the growth of the whole man, the effective air-

man.

o The LRS is being implemented in this course and

evaluated prior to adoption in all appropriate

technical training courses.

o Trainees must nominate at least 3 classmates for

recognition each time the Classroom Leadership
Recognition Form, is used. Enough copies of the

form should be provided to each trainee so that

he could nominate every member of his class

(except himself).

o Self - nominations for leadership recognition are'not

permitted. Leadership is effective if others re-

spond to it, and this system tries tofreflect the

responses of others.

5. When all questions have been discussed, conclude the
briefing stating the hope that this system will lead
to improved skills and more positive leadership in
the classroom, and go on to the next activity.

114-9
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7
Using the Classroom Leadership Recognition Form

The Classroom Leadership Recognition F6rms should be distributed to

trainees at some convenient time or-the 9th and,19th days of training.

Each trainee should be liven enough copies of the form so that he could
-

nominate every other4Member f s class if each of them deserves recogni-

tion.' Thus, if you have 8 trainees in, your classroom, you should give

each trainee 7 copies of the form.

Trainees must nominate at least 3 fellow trainees on the Classroom Leader-

shipsRecognition Form eactlitjpe it is used. This requirement holds even

if it is objected that only one person (or no one) was an effective leader,

or it is difficult to think of what the person did. If a trainee still

objects, point out that the purpost Of LRS is to help him learn to identify'

leadership behavior,behavior, and ask him to keep trying. ;-

A justificgiion must be written for eadi nomination, even if it is brief.

Each trainee should use only one form per nomination, and 'should not be A

permitted to nominate any person twice or more on the same day._

-

A trainee may not nominate himself.

When c ecting nominations, check to see that the trainee has nominated

at least 3 different people and that he has,pot nominated himself. Record

the numb of nominations he makes on the Recognition Summary Jlecord._

10
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Classroom Leadership Recognition Form

On this page, you are to identify a member of your electronics

fundamentals class whom you recognize as a good leader. This re
cognition should be based on what that person has done during the
pest tvo weeks during the training day (classroom,' breaks .).. The

firstthing you should do is read the following list of behaviors
that define good classroom leadership.,

The good leader may:

o Sho support of other-peoples,behaviors.
o Show concern and respect for the needs and fcc)ingn

of others.
o Treat people like individuals.
o Help others solve problems.
o Encourage others nnd praise their accomplishments.
o' Initiate friendships with others.
o Increase the "togethernesso and pride of the class.

o Help others accomplish training goals of the class.

Now, do two things. First, write the name Of the person whom you

,recognize as a leader in the space below.

A leader I recognize is:

Second, provide your justification for nominating this person.
Write out what this person did that makes you recognize him as

a leader.

This leader did the following (use only one page):

151

154

ti

- f



4

RECOGNITION :SUMMARY RECORD

Leadership Recognition Cystem
Electronics Fundcmentals

Lowry Technical Training Center

Instructor Shift

Date of trainee's briefing

Trainee

9

Date of 1st Bound Date of 2nd Bound

Humber of
,

Humber of
-Yominations Xiscussion 'Nominations Discussion
Madel Received;-. Held0 Made Received Held?

.11.1.1.1010.

.10.0.00.

rare..
sr:

8

sor

lEach trainee must nominate at least 3 of his classmates, even it'll° feels that
none are really effective leader ,f In_collecting the Classroom Leadership
Recognition Forms, record the number of nominations each trainee makes.

2Rocord the,numter of nominations each trainee received.

3Diseusstons must be held with every student regardless of the number of 4

nominations he receives.

sr
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10
Guide for Coaching Trainees on Leadership

Standing and Development
t4

The most sigpificant,activii'y in the Leadership Recognition System is'the

discussion you will have with each trainee concerning his leadership stand-

ing and development of his leadership skill. This section presents sug-

gestions for conducting the discussions.

What the trainee expects

Trainees expect o have a brief, confidential discussion with you on

the day followlng collection of the Classroom Leadership Recognition Forms.

They expect to find out how many nominations they have received. They've__

been told they can read and keep the nominations. Each trainee knows that

the nomination forms" (or lack of them) will help hiM to learn aboUt wh

behaviors the people in his classroom respect as effective leadership.

will probably want to comment on any themes or consistencies that show up

in the nominations, and also on bow closely the reported behaviors fit the

definition of classroom leadership (do the descriptions cover all aspects

o.
of the definition?). Give the trainee a chance to comment on the incidents

reported on the nominations, or to describelahat he has done that he thinks

is leadership (even though-others may not have recognized it), Finally,

find out what the trainee would like to do atout his leadership in the

classroom, and get him to set clear, specific goals relating to ways he

wants to imprgle his leadership performance.

The trainee's manual for LES emphasizes self-development, not develop-

ment imposed or coerced py the instructor. The trainee expects you to be

153
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a coach, to help him. Thus, yob. will have to refrain from telling him

What to do, and instead, ask him what he wants to do and help him to dig-,

c7er how to do it.

Preparing for the discussion

After collecting and checking off the nominations that each trainee

makes, You can Uart preparing for the next day's discussions. Record the

number of nominations each trainee receives, and then read through the

justifications for each nomination. For each trainee, jot down a few.

notes to guide your \discussion with him. Nolte themes,and consistencies

that show up in the incidents, and check to see how tarry aspects of the

e. definition of leadership are covered in the incidents.

A.

Arrange for a place to hold the discussions. Since the trainee expects

to discuds his skills with you confidentially, a private meeting place out-

side the classroom is needed. The best arrangement is for you and the

trainee to be 'seated side by side at a table in a room where there will

be no interruptions. Since these discussions will be quite brief (lo to

20 minutes),-the space is not needed for too long a time.

Incidentally, your absence from the classroom during these discussions

will be a nice test of the classrooi leadership of your trainees.

OnCe you've.,gotten ready to talk with every trainee, decide on the

order you will see the",.,,Avoid talking with the top performers first or 1

last. The same goes for the low perforters. Andtake sure that you can

talk to all your trainees during the-game day--a delay or'postponement can

be very threatening.



12

Holding the discussion

Once the trainee and you have been seated, tell him how many nomina-

tions he has received., If you wish, you might also comment on his stand-

ing relative to other trainees (be consistent--either tell all trainees

,their relatiVe:standing, or none of them).

'Next, give the trainee his nominations, and allow time for him to

read through them. When he has finished reading, add any comments you

r;

have about consistencies or themes, and how well his behavior fits the

definition of classroom leadership.

It is best to refrain from interjecting your own observations on the

trainee's leadership, or your own philosophy of leadership. Under some

circumstances, though, you may need.to add your own commentary. The

_trouble is that "preaching" can get in the way of your role as a coach.

And helper. The focus should be on the trainee's actual behavior and the

desired leadership behavior.

Next, give the trainee a chance to reflect on the nominations he hall

received. Praise his efforts when it i& warranted. Inquire about what

led up to the incidents reported on the recognition forms.

Take time to ask ho4 well- the nomination forms agree with his ideas

about his own leadership behavior.

the trainee who receives one or no

report and reflect on his own view

This step is especially important for

nominations, since it calls for him to

of his behavior. This then leads to an

easy transition to discussing development of skills and specific improve-
gr.

.ment of goals.
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Finally, ask the trainee what he would like to do about improving his

classroom leadership skills ("There's always room for improvement"). Set

some goals, specific ones, to be checked in the near future. Clear,

specific goals lead to-better performance than general exhortations to "do

your best" and "try harder." It is important that Lite trainee select and

specify the goals himself. He is likely to-performhetter if he feels that

the goal is his own, not one that has been imposed on him. Your role is

to help him make his goals clear and specific, and to make sure that there

are some benchmarks for measuring attainment of the goals.

Special situations a

The coaching on leadership standing and development can be the most

valuable part of LRS. It Will be the most 'challenging to you'as a Techni?

cal Training Instructor. It can also present some interesting problem

situations. Here are some tips on handling some spec:Lai miLuntJuns. You%.11

have to be creative and flexible in handling others that might come up.

o 4ome trainees may get no nominations. This means that their
doteadership behavior is not perceived by their peers as worthy
of recognition. This fact will need to be faced. It 1.s
probably best to face it head on,-fairly,without censure.
"John, you got no nominations. Your classmates didn't report
anything they considered important leadership behavior. How
do you feel about that?" From this point, you ,can discuss
the reasons behind his reaction ("You were surprised? Why is
that?" or "It's about what you.expected?, Why is that?" etc.)i
you can discus's effectiVe leadership behavior' (Trainee: "Well,
I really, don't know what to do." 'Instructor: "What you can do
is outlined in the definition of leadership..."), or follow
whatever approach seems most promising, If the trainee comments
that he has been trying to be a leader, ask him to describe what
he has done. This should be sufficient to move the discussion
to profitable lines,

51,56
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o You might want to ask a trainee to make up examples of behaviors'

that are worthy of leadership recognition. Reviewing the leader-

ship definition would be one approach. Reviewing the sample

ct' Classroom Leadership Recognition Forms in the Tiainee's Manual

would be another. Or it might be proper sometimes to ask him to
recollect the incidents he reported in justifying his nominations

of other trainees. The point is to make sure that the trainee
understands what behaviors are viewed as effective leadership.

Even a low ability trainee who is performing poorly on exams can

".e= exhibit, leadership behaviors in the classroom and during breaks.
Such instances will require your special attention.

0111111.

II 'ins- 111:Tallistae1 a- -Urea' f, Z4- .11- orz. OCsallle

4.

might want to hold extra coaching sessions.

o The nominations might reflect popularity-as much as.they reflect

leadership behavior. You will need to make sure that the focus

is on leadership.

o If a trainee gives you the impression that he doesn't care
about LRS or developing his leadership skills, youshould
discuss his views with hlm. Make sure he understands the
purposes of LRS as stated in the Trainee's Manual, and em-
phasize the value to himof improving and using positive
leadership skills, both in the Air Force and elsewhere,

Be sure to give praise when it is deserved.
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(2) Behavior

LEADERSHIP PLANNING FORM

C

(1) Your Name

Date

(3) Difficulty (14)-Amount (5) Importance

L.

a,

°

,,,,30.10 =-, 0 0

10 or2...--

(6) Nei`Behavior:

(7) Actions to be
taken in next-
two weeks:

(8) Person or persons involved:
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Some Insights into Behavior Development: ,An Action Learning Case Study.

Purpose. The purpose of this exercise is to demonstrate leadership

behaviors to the class in a way that allows them to see some

Preparation.

of the problems in leading others., They should gain insights

into leadership behaviors through their participation, observa-

tion, and discussion of the situation to be presented.

Review the case materials provided in this xercise very closely.

Reading the sets of informatioityill help y u anticipate be-

.

haviensthat--1411- - 1 ins for discussion

of the case after its completioA. This material consists of

eight parts: specific procedures for you to follow (detailed

below), a general information sheet, information sheets for each

of the four students to be directly involved in the case, in-

structions for observers, and a set of guidelines to assist you

in leading discussion of the case. Everyone in your class will

be'involved in the case; but you will have to select four people

to perform as the four persons who will be given the parts to

play.

effort.

ect those who you think will give it% sincere

Procedure. Here are the steps you should take to lead,the Behavior Develop-

i
0 $ 1. At the beginning of the session, state the purpose of

,,

)1 ,

the case study to the class. (The general purpose is

in their Stident's Manual, but they have no more speci-

fic information). The purpose is stated.on the first

0 %, t

page of this exercise. You should also say that the case'

0
; ,

will allow all of Us in the class to see how people react

ment Case Study.

4 ,9

A

j1 5 .
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in, a hypothetical leadership Situation. The students
can compare what happens here with their on leader-
ship behaviors. 4

2. Select the four people to be,kSzm Maier, Joe Porter,
Bill Tiffin, and Pete Mayo, Mform the others that
they will be observers and that their., observations
are an important part of the exercise.

Distribute the General Information sheet and read it
aloud to everyone as they, look it over. All people
get this sheet.

4. bistribute the appropriate information dheet to Sam
Maier and the observer sheets to each observer. Tell
them to read their sheets over, while you talk to the
other three people.

5. Have two chairs at the front of the room. Have Maier
sit in-one, with the other empty but faciix him. While
the others are reading, tike Porter, Tiffin, and Mayo
out of the room and give each his Information Sheet to
read. Try to keep these three people somewhat separ-
ated so they don't talk to each other,., Tell Porter

2you'll call him to the room in about minutes; tell
Tiffin you'll call him in about 10 minutes; and tell

4,May you'll call him in about 20 minutes.

6. n to the roam and allow a minute or two for Maier
and. ObserverAdto finish-reading. When Maier has
finished telilaM that "class is over" and Porter will
-be coming by soon. Then call Porter back into the room
(;the empty chair). Maier will then begin a discussion
with him..

7. Let the discussion go for 5 minutes or until Maier and/
Porter have finished, whichever comes first. Have
Porter return to his place,in the class and call Tiffin
into the room. He .takes Porter'..s_old 14ace for dis-
cussion'with Maier. Let-this discussion proceed-for'
10 minute's i, necessary. Then send Tiffin badi to his
spot and bring Mayo in for,another 10 minute discussion
with Maier. When this has'ended, the action part of
the case is over.

8. 'Return Maier and Mayo to regular chairs in the'group and
begin discussion of the case by turning to your Discus-
sion Guidelines. Continue the discussion for the next
15-20 minutes to see what the men have learned from
the experience. ,
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-Take., a short. break caaa.d n: to the -- ext slArt of the
sixth session:

V

H

,

.4"

1.61.

164

ti



Instructor's Discusion Guidelines
* ....

.

1. Have two or three observers report to the gimp on what they
saw happening in the three scenes.

--\ ..; ;

2. Have Maier, Porterl Tiffin, and Mayo read their information-
sheets to the class. Then ask for

and
points .:,;,about the partici

pants' roles that the observers an,Maier hadn't seen before,

3. Analyze what happened in the discussion process- you just
observed. Try to get the'group to pay attention to issues
like the following:

a. How did Maier attempt to show leadership behaviors?

b. Was Maier consistent in the Way he approached.the
leadership problem with each of the three men when
their discussion started?

c. What were the outcomes of Maier's leadership attempts?
What happened to,each of the other,three people? Was

_
Maier "'successful "?

--r
d. What were the effects on Maier?, How did he handle each

situation as it progressed and new information become
available to him about the guy in the other chair?
(Note: By:this time, the discussion should have revealed

the basic point that-people differ widely and a
leadership approach which is effective if you're-
dealing with a "Porter,":-might not be appropri-
ate, or would require some change, for another
kind of person).

e. If Maierfs'behaviors were not, successful, or backfired,
try to deterdine why this was so.

f. Discuss what a "Maier" might do when confronted with
differences in opinion. Be careful here. Try.to get
as many suggestions as you can; but don't force any
premature conclusions.' The goal here is to'make people
aware of potential problems, not to find a "right"
solution.

g. Close the discussion by asking everyone to try to relate
what happened in this session to any problems he may have
encountered so far in his own classroom behavior develop-
ment. This should provide a transition point for moving
tq arialysi's of claim progress in behavior--development and
Nihat might be done in the days ahead:



Information for Observers

You are about to overhear discussions between Airman Maier and three

other people in succession:, AirmanTorter, Airman Tiffin, and Sergeant

Mayo. Watch what happens and form yOur own conclusions about it. Look

for the following points:

a. What is Maier trying to do in each case?

b. Is whatever he is doing working out well?

c. What is Maier doing right? What is he doing wrong?

What is his major objective? What types of leader-

ship behaviors is he demonstrating?

d. What are the feelings and goals of'Porter, Tiffin,

and Mayo?

-e. How does Mayo use his higher rank,(or does he)?

Jot-down notes as you listen. Do not enter into the discussion. You

will be asked for your comments when the discussion has ended.
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' Information for Sam Mier

You are an airman basic enrolled in the fundiamental glectronics

technical training course. You are about halfway thro the course

and have been performing very well on your projects and aminations.

Unfortunately, not all of the other people in'the,class h ve been doing

,nt
so well. You think this is unfortunatg4ecause of several reasons:

1. You have a sincere commitment to the Air Fore and its

goals of serving the country, so you want all of your

fellow trainees to become electronics experts and succ

in training.

2:t You have a genuine concern for the welfare of other

people.. You have been brought up to respect the f elings

of others, and have always tried to "look out for the

other guy."

3. You feel that helping and cooperating with the other men

will improve attitudes and morale of the group, which

will contribute to their effectiveness in training.

Three of the men in your group seem to be having particular difficulty

in their work. Since yoh are on the LCI training system, you haven't

had Much time or reason, to talk with any of, these guys or get to know

them. You don't even know what their problems are. They might or might

not be trying hard; in fact, they might or might not be caring about

their performance. But you have seen them moping and grumbling around

"./
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the classroom after their last,couple of block tests--so something must

be wrong.

You have decided to se& what you can do to help each of them. The

three men, Airman Joe,Porter, Airman Bill Tiffin, and Sergeant Pete Mayo

are all here in class. When the instructor signals that class time is

41110.

ovIryou are going to approach them to try to learn about their problems"

and gibe them help and support. You will spend a few minutes with Joe,

then Bill, then Pete.
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Information for Joe Porter

You are a basic airman in the fundamental electronics technical.

training course. You are about halfway through the course and have

gotten there by the skin of your teeth. Things have really been goiry

badly. You've had to repeat two block tests and barely passed the rest.

You wish you were doing better, but just can't seem to catch on to t

material. Since you are working on the LCI system, you haven't bot ered

to talk to any of your lassmates about your problems---besides, it

would probably be ember assing. Though you've done well in school, you

have suddenly found it and to deal with mechanical things. The math

comes pretty easy7-- t once you get to that work bench on your own

you feel lost.

There's one guy in the class you would really like to talk to.

1080' I San Maier seems like a nice, easy-going guy you would like to make

friends with. He's also sharp in electronics and does hit work quickly

A

and easily. It would be nice if he offered to give you a hand. You

feel sure he could teach you something and pick up your spirits. But

you're not sure he would take time to help and you don't want to make

a fool of yourself by making the first contact. So now you are plug,7;ing

along as usual but waiting for Sam to say something to you. If he

doesn't, you'll really have to give serious thought to whether you're

going po be able to cut it in this specialty field.



Information for Pete Mayo

You are a sergeant in the electronics fundamentals technical

training course and not 'at., all happy about it. The bourse is about
f.jo.
4-

half over and you haven't been performing up to iar. This is the

first,time you've had Any trouble in your Air Force career, though,

and you -are confident that you con make it on your own if you apply

yourself and try harder. You've probably just been away from a school

classroom too long and are having a hard time getting into a new

specialty._ You originally thought it would be a good move to switch

over to this field but have become disillusioned with the whole thing.

But things should get better. You have enjoyed a successful career

so far, by getting things done and gaining the respect of those you've

dealt with. This is no time to cop out, especially since there are

younger, greener kids in this class who might consider you an example.

Lately you've noticed that one guy in the class, Sam Maier,-has

been watching you pretty closely. You wonder what he's up to, especially

since he caught you griping to.yourself about that last exam you botched

up. He seems like a nice, guy and you suspect he'll probably try to

talk to you to helpyou over the rough parts of the road. But this

is the last thing you need! You have no particular grudge against

Sam, but your performance is really noue of his business. You've

always been sort of independent and won't take charity from anybody,

particularly a fresh recruit out of basic. If he's so good, he should

get done with his work and get out faster, like you're supposed to do

in LCI courses. You can take care of. youiself-A.

167

170



11
Information for Bill Tiffin

You are a basic airman in the fundamental electronics technical

training course. You,are about halfway thro14, the course and have -not

been doing top well on yot1.projects and exams. This doesn't really

bother you too much, so long as you get by. What does bother you-is

that nobody else really seems to care about you, or anyone else but

themselves. What this program needs is some socie2 life. If you

could get together with a classmate you might be able to,have-a good time

and find some interesting extracurricular things to do that would take

some of the edge off a dull training day. Ammer all, there are

thousands of electronics specialists in the Air Force, but how many-happy

ones are there? And, as you see it, that's what life is all about ---

enjoying yourself with other people. Bather than worrying about

hitting 95 on a block test, you think you would be better off making

some clode friends.

The one guy you would really like to budey-up with is Sam Maier,

who is in your class and seems cool. It would be great to talk to him

after class and see what you could get going between you. You might

be able to organize a friendly gate, or double date with a couple of

nice blonds you know from the WAF squadron. You figure you'll let Sam

Ake the first move though. If he opens the door to friendship, you'll

certainly take advantage of the offer. A guy could go nuts if he's

deprived of friendship for too long in the military.
1.



rN

APPENDIX F

,Additional Analyses and Results

z

169

172

!



Table F-1

,

1. Your Instruc r in thts course - Taking into unt how effective
a teacher he is Od how he gets ,along With h students.

Airmen Attitudes Toward Training Items

2, The System htReVards associated with bein, an effective student in
this training program - Taking into acco t what rewards are available
and vhat,png must do to get them.

.
. ,

3. Y Fellow Trainees in this training course - Taking into account how
we7t1 ot310: students make this class profitable for you, how well
studIttitS'get 9.onewith one another, and the general togetherness
of your clAss f group.

4, The Content-,p; this course - Taking into account the interest,
importance; andichallenge of thg material required of you in the
course. 4:

5, Your own plorress in the course - Taking, into account how well you
are doing in terms of performance and how quickly you are mastering
the material.

6, Your Overall satisfaction with this course - Taking into account
generally all factors which are responsible for how satisfied you are.

7, The United States Air Force - Thinking generally of the system as
it is operating and affecting your life.

8. Your own Personal Development during the training you have had so far -
Taking into account the confidence you have in your abilities to go °

out and perform effectively in your Air Force job.

9. How much effort'are you putting into iHistetraining course; how hard have
you honestly tried, regardless of how well you are doing grade-wise?

10. Finally, as of how you feel today, would you recommend to a new airman
who was your friend that he get involved in thip technical training
program?

Instructor Assessment of Students' Effectiveness Items

1. Showing initiative in the class

2. Knowledge of substantive material taught in the oourse

3.. Communicatiop skills

h. Getting along with classmates

5. Overall performance in-the course

6. Exerting effort and applying himself to the training task



Table F-2

Means from Airmen Attitudes Toward Training and Instructor's

Assessment of Student's Effectiveness from Baseline

Treatment (N = 86) Across Adidnistrations

Variables

ADM 1 ADM 2

Mean S.D. Mean S.D.

ADM 3

Mean S.D.

ADM 4

Mean 'S.D.

1 4,68 0.62 4.61 0,75 4.67 0.73 4.59 0.74

2 3.44 1.01 3.47 1.05 3.28 0.95 3.14 1.07

3 4.40 0.83 4.31 0.81 4.30 0.79 4.18 0.77
A
t

t

4 4.26 0.99 4.31 0.85 4.10 0.98. 3.87 1.02

t

5 4.26 0,80 4.04 0.91 3.87 1.05 3.70 1.14

d
e

6

7

4.06

3,39

0.85 4.04

1.25 3.34

0.95

1,13

3.86

3.38

1,00

1.18

3.74

3.37

1.00

1.26

8 4,09 0,91 4.06 0.86 3.99 0.83 4.04 0.82

9 4.07 0.896 0.87 3.95 0.78 3.96 0.82

10 3.82 0.99 3.58 1.04 3.51 1.05 3.42 .1-08

A 1 3.55 0.70 3.77 0.78 3.67 0.75. 3.75 0.88

2 3.52 0.78 3.54 0.89 3.49 0.99 3.55 0.95

3 3.25 0.58 3,47 0.73 3.43' 0.84 . 3.141 0.81

e

4 3.24 0.57 3.38 0.71 3.45 0.72 3.48 0.75

t

5 3.51 0.67 3.77 0.88 3.65 0.95 3.55 1.06

6 3.74 0.71 3.87 0.75 3,79 0.85 3.80 0.94
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Table F-3

n.

Means from Airmen Attitudes Toward Training and In:t;ifdtor's

Assessment. of Student's Effectiveness from LATS

Variables

Treatment (N = 56) Across Administrations

ADM 1 ADM 2 ADIAA ADM 14

Mean S.D. Meek S.D. Mean S.D. Mean S.D.
0. .

1 4.63 0.62 4.59 0.68 4.63 0.59 4.69 0.51

2 3.52 1.13 3.23 1.24 3.06 1.11.1-, 2.94 1.214

3 ,14.49 0.69 4.32 0474 4.32 0.64 4.4o 0.66

At 14 4.13 409 4.13 1.10 3.990-0992 0 443. 094, -
i

t
5 4.16 0.90 3.82 1.03 3.85 0.98 3.79 0,87

6 4.04 0.88 3.95 1.07 4.00 0.80 3,67 0.96

e 7 3,78 147,, 3:84 1.05 3.80 1.04 3.81 1:19

8 1 4.24 0.e8 4.13 0.81_ 3.98 0.77 4.06 0.80

9 3.814 0.83 3.88 0.85 3.93- 0:136°

10 4.07 1.00 3.77 1.01 3.69 1.04.3.62

A 1 3.57 0.83 3.48 0.87 3.80 0.85 3.62 o.86

s -,

s

e

2 - 3.52 0.91 3.36 0.82 3.42 0.83 3.42
,

0.77

s 3 3.59 0.86 3.14 0.62 3.8 0,78 3.23 0,614

s
1

m
e

n

4

5
..,-,t..-

,3.63

3.70

0.88

0.89

''3.23

3.54

0:50

0.74

3.44- 0.74 3.40

3.56., 0.83 3.43

0,63

0.75

1,._ .,

f..

t
s 6 3.76 0.79 '3.66 0.72 3.87 . 0.70 3.68 0.80

P
.
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Means

..., 'Variabies
.. .

A
441)

1

2 9

71, 3
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tt
Y 6Z

7; (f.

U. ^ 6

el 1 :7

6,

'e

a

e

t

1

3

4
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Table F-4

from Airmen Attlitudds Toward Training and Instructor's

Assessment,of St4ent's Effectiveness from LRS

Treatment (N = 53) Across
%
Administrations'

ADM 1

Mean S.D.

ADM

Mean 5.

ADM 3

Mean S.D.

ADM 4

Mean S.D.

4,62 0.66 4.6o 0.6o 4 4.65 0.60 4.78 o.48

3.51 1.17 3.37 1.33 3.27 1.29 3.22 1.23

4.31 40 4.39 0.66 4.4 0.74 4.43 0.80

4.37 t.79 X1.12 1.08 4.12 0.97 4.08 0.76
4

3.81 1.;1 3.44 1.21 3.67 0.97 3.54 1.02

4.08 ° 3.04 0.98 ' 3.88 1.03 3.97 0.76

3.87 ;99? 3.83 , 1.00 3.78 1.03, 4.03 0.80

4.33 " 0.7131 '11,4.10 0.93 4.08 0.89 4.08 0.64
r, 0:

4.00 4.06 0.78 3.94 0.66 4.00 0.75

43.85-;1.84 3.67 1.18 3.71 1.08 3.65 1.03

G-574 3.53 0.70 3.64 0.72, 3.58 0.85

3.23* 0.5l I 3.28 0.75 3.52 0.74 3.40 1.00

3.04 0.52 3.35 0.63 3.22 0.58 3.44 0.85

3.15 0.41 3.28 0.57 3.22 0.51 3.58 0.79'

3.30 0.58 3.39 0.85 3.56 0.84 3.46 0.85

3.34 0..59 3.61' 0.80 3.56 0.73 3.75 0.89

,
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Table F-5

f ---Means from Airmen Attitudes Toward Training and Instructor's.

.- Assessment of Student's Effectiveness from CBDS

Treatment (N = 36) Across AdminAstrations

Variables

ADM 1

Mean S.D.

ADM 2

Mean S.D.

ADM 3

Mean S.D:

ADM 4

Mean S.D.

1 4.72 0.70 4.76 0.66 4.74 0.62 4.6o 0.70

2 3.42 1.27 3.19 1.23 3.32 1.39 3.40 1.19

3 4.64 0.64 4.61 0.61 4.68 0.64 4.54 0.70
A
t
t

i

t.

u
d
e

-- 8

4

5

6

7

4.42

4,03

4.14

3.67

0.81

1.11

0.72

1.10,

4.18

3.85

4.09

3.73

0.73

1.20

0.91

1.13

4.29

3.85

4.18

3.79

0.91

1.11

0.90

1.15

4.09

3.97

3.77

3.83

0.98

0.79

1.14

1.04

8 4.25 0.77 4.06 0.79 4.24 0.70 3.94 0.87

9 4.22 0.72 4.12 0.74 4.27 0.71 4.23 0.81

10 4.17 0.78 3.78 1.10 3.88 1.00 3.71 1.02

A 1 3.36 0.54 3.39 0.57 3.52 0.71 3.46 0.82
s k .

s

e

s

8

2

3

3.25

3.19

0.50

0.53

3.18

3.11

0.91

0.57
.

3.32

3.32

0.90

0.63
,

3:34

f3.23

0.80

0.65

m 4 3.19 0.,53 3.11 0.32 3.36k 0.57 3.40 0.70e
n ../4 3.19 0.40 3.21 0.88 3.36 091 3.37 0.91
t . co!A

II 6 3.25 ,0.50 3.29 0.54 3.4C0 0.65 3.51 0.85
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Table F-6

Means from Airmen Attitudes Toward Training from Control

Group at Chanute Air Force Base (N = 69)

ADM 1 ADM 2 ADM 3 ADM 4

Variables Mean S.D. Mean S.D. Mean S,D. Mean S.D.

1 4.67 0,66 4.71 0,52 4.39 0.B2 4,2o 1.05

2 4,00 0.89 4.04 0,93 4.00 0,89 4,03 0.92

3 4.20 0.83 4.38 0.64 4.30 0.69 4.28 0.89

4 4.46 0.74 4.49 0.74 4.19 0.83 4,25 0.93

5 4,01 0.92 3.89 1.02 3,80 0.98 3.87 1.03

6 4,07 0.98 1'404 0.99 3.93 0.96 4.17 1:07

7 3.73 1.01 3,58 1.14 3.80 1.21 3.73 1.21

8 4,22 0.82 4.26 0.76 4.00 0,92 4.06 1.00
,

9 4,23 0.81 4.19 0.77 ,4.09 0.70 4.13 0.82is
10 4.15' 0.96 3.87 1.01 3.78 1.07 3.73 1:14
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Table F-8"--1

Intdrcorrelations Among Aptitudes From Airmen

General Apt:

4

in Ali Treatments at Lowry Air l'orce Base*

Admin. Apt. ,63

(181)

Mech. Apt. .65 .33

(181) (181)

Elec, APt .45 , ,148

. '(181) .(181.) (181)::

,45

(175) (175) (175) , (175)

,Gen. Admin, Mech. Elec.

-

p < ,001

-2

. ,

177 . 48O



C

-e4

4

11,04'
0

APPENDIX G

. The Instructor Opinions About Training Questionnaire
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Instructor Opinions About Training

Below are several statements relevant to an instructor's role in the technical
training program. Indicate the extent to which you agree with each statement by
checking one of the five spaces below each statement.

1. I/eel free to teach-ay-classes the way I want to teach them.

Strongly'agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

2. I am rewarded for a teaching job that t do well.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

3. I get a good variety of activities in my instruction job.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

A. The routine paperwork I have to do is excessive.

Strongly Agree Agree Neutral; neither 'Disagree Strongly Disagree
agree nor disagree

5. Offering incentives to trainees for doing well would be a goOd way to improve

morale.

Strongly agree- Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree.

6. Offering incentives to trainees for doing well would be a good way to improve

performance.

Ac

Strongly agree Agree Neutral, neither Disagree Strongly Disagree

agree nor disagree
r

7. I do too much administrative work and not enough.in3trudtion.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

8. I woUlelike to spend extra time with slower students in remedial training.

. Strongly agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree

9. It would Eigackpl,thea to have vtra training time with the best students
to give them-txtia advanced instruction they won't get in class.

Strongly agree Agree Neutral; neither Disagree Strongly Disezwee
agree nor disagree

10. I like to experiment with new approaches to instruction even though I may
not be sure they will wdrk out well.

Strongly agree ----715767----J-Neutral4 1:_4ther Disagree Strongly Disagre3

agree nor_disagiFi--
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11. Being a.technical instructor is a difficult job.

Strongly agree Agree .Neutral; neither Disagree Strongly Disagree

agree nor disagree

12. Being a technical instructor id a satisfying job.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree

agree nor disagree ,

.
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